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ABSTRACT 


The purpose of this study was to investigate the job satisfaction 
experienced by the Further Education Coordinators in Alberta. More 
specifically, the study sought to determine the level of overall job 
satisfaction, the aspects and facets of the job as contributing to job 
satisfaction and dissatisfaction, the importance of the job facets to 
satisfaction, and the relationships among the personal-social, 
professional, and organizational characteristics of the coordinators 
with job satisfaction. In addition, the degree of consistency of the 
study findings with the dual-factor theory of satisfaction developed by 
Hertzberg was investigated. 

Seventy-eight coordinators employed as of November 2, 1982 
comprised the study population. Sixty-four useable questionnaires were 
returned from the 74 questionnaires that were mailed. The sample 
population, including the pretest participants, consisted of 68 further 
education coordinators. 

Data were collected on the individual characteristics of the 
respondents, the ratings of overall job satisfaction, the satisfaction 
associated with and the importance attached to the 32 job facet items, 
and the aspects of the job identified by the respondents as sources of 
job satisfaction and dissatisfaction. The data were subjected to 
appropriate content analysis and statistical analysis procedures. 

The findings indicated that coordinators generally experienced 
moderate overall job satisfaction. The job facets most associated with 
satisfaction and considered most important to job satisfaction were 


related to the interaction with the council. The freedom to introduce 
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new ideas to the council, the relationship with council members, and 

the willingness of the council to accept coordinator-initiated 
innovations were indicated as the most satisfying and important facets 
of the job. Least satisfaction was expressed with the facets of the job 
that involved salary matters and the accessibility to clerical 
assistance. 

The analysis of variance statistical procedure revealed that 
coordinators with postsecondary institutions as designated local hosting 
authorities were more satisfied with the job in all its aspects than were 
coordinators with school authorities as designated local hosting 
authorities. It was further indicated that coordinators with a year or 
less of administrative experience were more satisfied with the working 
conditions than coordinators with five to seven years of administrative 
experience. Coordinators with a high level of participation in community 
organizations (seven or more organizations) were found to be less 
satisfied than were the other groups with fewer organizational commit- 
ments on the nature of the work involved and those activities associated 
with the designated local hosting authority. The group with the fewest 
organizational commitments (one to three organizations) was revealed to 
be significantly less satisfied than the group with a middle range of 
commitments (four to six organizations) on those activities involved 
with the designated local hosting authority. 

The content analysis of the open-responses identifying the 
sources of job satisfaction and dissatisfaction indicated that satis- 
faction was most related to the recognition and responsibility aspects 
of the job. Dissatisfaction was most attributed to the aspects of the 


job associated with salary matters, administrative policies and 
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procedures, and interpersonal relationships. The regrouping of the 
open-responses as motivator and hygiene variables indicated that the 
findings were consistent with Hertzberg's dual-factor theory of 


satisfaction. 
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CHAPTER. a 


INTRODUCTION 


There has been considerable research done in the area of job 
satisfaction to determine how workers feel about their jobs. The 
studies have attempted to correlate job feelings with such criteria as 
age, sex, education, income, occupation, and level of worker. Some 
objectives were to examine means by which to increase employee morale 
and productivity and to reduce turnover and absenteeism. A number of 
studies have examined the workers! feelings of overall satisfaction and 
feelings towards specific aspects of their jobs in a variety of work 
Situations and occupations. However, few studies have focused on the 
job attitudes of adult educators in general or more specifically 
Further Education Coordinators. 

Given the phenomenal growth of adult education as a field of 
practice, it is surprising that so little attention has been given to 
adult education research. As Campbell (1977) described, there is no 
greater issue or topic of debate than that of the paucity of research 
in the field of adult education. Campbell (1980) made the observation 
that though the needs and the role of the adult education practitioner 
are changing, there is but sketchy descriptive data available to assess 
the future and emerging needs of the adult educator. 

The interest and participation of the public in adult education 


have necessitated change and innovation in the structure and 
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organization of adult education. The establishment of the Further 
Education Councils is an illustration of recent developments to the 
organization of adult education in Alberta. The councils, composed of 
various public and private institutions and agencies involved in adult 
education program activities, were created to facilitate the admini- 
stration and coordination of these activities at the community level. 
The formation of the councils emerged from provincial government policy 
designed to "facilitate involvement in further education by adult 
Albertans, and encourage systematic inter-agency communication, 
cooperation, and coordination in further education programming" 
(Further Education Policy, 1981). To assist councils in their work 
provision is made for the employment of part-time salaried coordinators. 

The role of the Further Education Coordinator is to provide 
leadership and administrative support services on behalf of and for the 
council. The leadership activities are those that involve inter-agency 
communication and cooperation in the area of program planning and 
development, and the identification of social and educational needs of 
adults in the community. The administrative functions typically include 
the following activities: bookkeeping, forms completion, and general 
clerical support. However, in reality, the tasks do not appear to be 
clearly delineated obscuring the role of the coordinators and the 
relationship with council members. 

As Byrne (1981) observed in an examination of several Public 
policies relating to the provision of adult education in Alberta, 
coordinators are often involved in activities normally assumed by local 
hosting authorities represented on the council. At the same time, Byrne 


postulated, coordinators contribute a prodigious amount of time to what 
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is essentially a part-time job and are remunerated far below their 
worth for the tasks that are performed. 

The relationship between pay and job satisfaction has been 
examined in a number of studies and will be referred to in greater 
detail in the review of the literature. The adequacy of pay for the 
coordinators was addressed in a study of the professional development 
needs of coordinators. Konrad, Elliott, McNeal, and Sonoda (1982) 
indicated that the coordinators did not feel their pay was adequate for 
the work that was required. This is consistent with the views brought 
forward by Byrne (1981). 

The Konrad et al. (1982) study also examined the turnover rate 
of further education coordinators. The relationship between job turn- 
over and job satisfaction will be explored further in the literature 
review. The study determined that 25 percent of the respondents were 
employed as coordinators for less than three years, and that women 
experienced a higher turnover rate than men. It was suggested that the 
turnover rate was of sufficient significance to warrant special 
attention. 

Whether or not the views or findings of Byrne (1981) and 
Konrad et al. (1982) are contributing to the job satisfaction of 
coordinators is, at present, uncertain. However, an examination of the 
overall job satisfaction and the satisfaction towards specific aspects 
of the job may foster an increased understanding of the feelings towards 
the job and the problems encountered in the work situation for the 


coordinator and other adult educators in similar positions. 
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PURPOSE OF THe stupr 


The purpose of this study is to explore the job satisfaction 
of further education coordinators in Alberta. In this regard, the 
study will examine the overall satisfaction experienced by the coor<= 
dinators, and the facets of the job with respect to their influence on 
satisfaction and the attached importance of each to the job as reported 
by the coordinators. In addition, the study will investigate the 
relationships among overall job satisfaction, satisfaction with groups 


of job facets, and the individual characteristics of the coordinators. 


STATEMENT OF THE PROBLEMS 


Problem 1: Overall Job Satisfaction 
Sub=Problem 1.1. To what extent do further education coordin< 


ators experience overall job satisfaction? 


Sub-Problem 1.2. Which job aspects are selected by coordinators 
as contributing the most as sources of overall job satisfaction and 


GiSesatistaction: 


Sub=Problem 1.3. To what extent are the findings for overall 
satisfaction and dissatisfaction with the job aspects consistent with 
the dual~-factor theory of satisfaction developed by Hertzberg, 


Mausner, and Snyderman (1959)? 


Problem 2: Facet Satisfaction and Importance 
Sub-Problem 2.1. Which job facets are identified by the 


coordinators as contributing most to the feeling of job satisfaction? 


Sub—-Problem 2.2. Which job facets are identified by the 


coordinators as contributing most to the feeling of job dissatisfaction? 


Sub-Problem 2.3. Which job facets are identified by the 


coordinators as being most important to the feeling of job satisfaction? 


Problem 3: Overall Job Satisfaction and Coordinator Characteristics 
Sub-Problem 3.1. To what extent are differences in the level of 

overall job satisfaction between sub-groups of respondents associated 

with the personal-social characteristics: sex, age, other employment, 


population of community, location by region? 


Sub-Problem 3.2. To what extent are differences in the level of 
overall job satisfaction between sub-groups of respondents associated 
with the professional characteristics: coordinator experience, 
administrative experience, level of schooling, attendance at 
professional development/continuing education activities, membership and 


participation in community organizations? 


Sub-Problem 3.3. To what extent are differences in the level of 
overall job satisfaction between sub-groups of respondents associated 
with the organizational characteristics: primary area of involvement, 


hours per week employed as a coordinator, salary level, type of 
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designated local hosting authority? 


Problem 4: Satisfaction and Job Factors 
Sub-Problem 4.1. Which job factors contribute to coordinators’ 


overall job satisfaction? 


Sub-Problem 4.2. Which job factors are the best predictors of 


overall job satisfaction? 


Problem 5: Satisfaction Factors and Coordinator Characteristics 
Sub-Problem 5.1. To what extent are differences in the level 

of satisfaction felt by coordinators towards job factors associated with 

the personal-social characteristics: sex, age, other employment, 


population of community, location by region? 


Sub-Problem 5.2. To what extent are differences in the level 
of satisfaction felt by coordinators towards job factors associated 
with the iiotedeionar characteristics: coordinator experience, 
administrative experience, level of schooling, attendance at profess- 
ional development/continuing education activities, membership and 


participation in community organizations? 


Sub-Problem 5.3. To what extent are differences in the level 
of satisfaction felt by coordinators towards job factors associated 
with the organizational characteristics: primary area of involvement, 
hours per week employed as a coordinator, salary level, type of 


designated local hosting authority? 
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DEFINITION OF TERMS 


For the purposes of this study the definition of terms are 


as follows: 


Job Satisfaction 

Job satisfaction is defined as the attitudes or feelings an 
individual has about his or her work situation. The notion that job 
satisfaction is a function of the individual's attitudes with aspects 
of the work situation has been adopted in various research studies. 
Smith, Kendall, and Hulin (1969:6) defined job satisfaction as 
"affective responses to the facets of the work situation". Porter and 
Steers (1973:169) expressed similar views and defined job satisfaction 
as the "sum total of a person's met expectations to the work 


situation". 


Job Facet Satisfaction 
This term refers to the level of contentment felt by the 
coordinators with the aspects of the job provided on the survey 


questionnaire. 


Job Satisfaction Factors 
The job satisfaction factors are groups of weighted satisfac- 
tion scores (satisfaction x importance) derived from the factor 


analysis of the 32 facet items contained in the survey questionnaire. 
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Adult Educator 

An adult educator is defined in the manner as suggested by 
Charters (1978:6) as "any individual involved at some level in the 
decision-making process concerning policy and/or the practice of adult 


education". 


Further Education Coordinator 
A part-time salaried employee of the designated local hosting 
authority responsible for the provision of leadership and admini- 


strative support services to the further education council. 


Further Education Council 

This term refers to a community-based organization composed of 
public and private agencies and institutions responsible for the 
provision of adult education services. The member agencies and 
institutions are identified as Local Hosting Authorities. The Desig- 
nated Local Hosting Authority is a member of the council assigned to 
provide the administrative and leadership support services for the 


council. 


LIMITATIONS AND DELIMITATTIONS 


1. This study is subject to the limitations imposed by the 
instrumentation used. The degree to which the facets of the job 
indicated in the questionnaire address the totality of the work 


Situation has not been examined previously. 
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2. This study is limited to the population involved. The 


generalization of the findings should not be done without caution. 


3. The population of coordinators is delimited by virtue of 
the exclusion of six further education councils from the study. 
The organization of these councils differ to the extent that coor- 
dinators are not employed to perform tasks in a manner of the coor- 
dinators in the study population. The differential in tasks was 
addressed by Konrad et al. (1982) who suggested that much of the 
decision-making relative to the coordinative functions in the excluded 


councils occurred through council committees. 


ASSUMPTIONS 


1. The questionnaire returns were completed by the coordin- 


ators to whom they were addressed and were done so in good faith. 


2. The valuation of job attitudes, as provided by the 
respondents, was an accurate reflection of satisfaction to the work 


Situation. 


3. The instrumentation, as initially developed by Rice (1978) 
and modified to suit the study population, was a valid and reliable 


measure of the satisfaction variables. 
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CHAPTER IT 


REVIEW OF LITERATURE 


The literature in this review provides a general background 
to the study. This chapter is organized into three sections. The 
first section provides theoretical frameworks for the study of job 
satisfaction. The second section deals with the research related to 
the job satisfaction of adult educators. The last section examines 


job satisfaction research in areas other than adult education. 


THEORETICAL FRAMEWORKS FOR JOB SATISFACTION 


Mumford (1972:4) referred to job satisfaction as a nebulous 
concept with little consensus on the definition or explanation of the 
term. An examination of job satisfaction definitions revealed the use 
of a diversity of terms and approaches to explain the concept. Given 
this diversity, it appeared necessary to develop a theoretical frame- 
work for the review of the job satisfaction literature. 

It is not surprising that a variety of methods to classify job 
satisfaction research have been used. Three distinctive approaches to 
the construction of theoretical frameworks for this concept were 
developed by Mumford (1972), Lawler (1973), and Locke (1969). A cate- 
gorization of job satisfaction research was established by Mumford (1972) 


on the basis of the variables or factors that influence feelings about 
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the work situation. Mumford (1972:4) identified the following variables 
to develop the theoretical frameworks: psychological need, leadership, 
effort-reward differentiation, management values and practices, and the 
intrinsic aspects of work. This model, to a large extent, focuses on 
job satisfaction as an outcome of the job context or the extrinsic 
aspects of the job. 

Lawler and Locke generally view job satisfaction as a person's 


affective orientations to the work situation. Lawler (1973:65) 


established four conceptual frameworks for the study of job satisfaction: 


(1) Fulfillment Approach - researchers view job satisfaction as a 
function of the measured outcome an individual receives from the work 
situation; (2) Discrepancy Approach = researchers view job satisfaction 
as determined by the differential between received outcome and other 
outcome levels; (3) Equity Approach - researchers view job satisfaction 
as determined by the relationship between the received outcomes of the 
job and the effort put into the job; (4) Two-Factor Approach - 
researchers view job satisfaction as a function of the motivator and 
hygiene factors of the work situation. The feelings about the 
motivator facets of the job can result in satisfaction but not dissatis- 
faction, and the feelings about the hygiene facets of the job can result 
in dissatisfaction but not satisfaction. 

Finally, Locke (1969) addressed the development of theoretical 
frameworks for job satisfaction due to the lack of theory stating the 
cause for job attitudes. Though researchers have not clarified the 
causes of job satisfaction, Locke (1969:309) indicated that the 


theories of job satisfaction can be categorized on the basis of the 


ay 


gifambas! ,byen Iankgoisigg i 
att bas ,esolresay is welev Jregectast 9A akin ne 
ee arene ao piel sew % 
vies of so eet dot off Ye emmotyo mB: 
; 
woe 6 oo novtoshehten dof amiv viewing eho] bas = 
-°Vl) sofwe!l .mokdeetée ag ae oss 
lok te vbects eft? go" eteowenervh. Lacgeaingn ae 
rinziee Gal @alv & > yerter canta ~ dosouggA mi 
 soviauw (aubbetost as emccgue benianen aie 
; > waiy ewefo ssest - dosomgA yousqeseld G5? ge 
bey Pert (eerste. (nts See mek vw 
sf watvy aueipreesss -— “oncom vii (é) ialeval & 
move hevieow, at seserte! aitennizalen ait 2 
onogh rstost~ewl (8) sdot ett otal ee 
m «ft to motsom? e es smtyosteitee defiant 
i: onrtles? off ,aoltuvtis *owertt’ ie atotust 
; “a larTee (U TA ike dot uit. to ejess? 7 
ateon? comisvt et? Junuda cai lee? wit Ge 
obtostelise rat Jud anes 
: te Ineaqjoleveh sd? hesseubbe (93001). soled 2% 
atigete vieetr te cost eft of sob poliastebtse dof aed 
'* bellinsle tor svei ematomessnaipell seekers toot eat 
it tedt betsotba: (e0¢ 0901) qleal ,nobtosteizan © , 


at? to wbeed aft ao teabongetas ed aso nobthelaiise 


—— 7 _ 


he 


approach to the determinants: (1) The Subjective Approach - that the 
determinants lie wholly in the worker's mind; (2) The Intrinsic 
Approach - that the determinants lie wholly in the job itself; 
(3) The Interactionist Approach - that the determinants lie in the 
interaction between the worker and the work environment. 

Given its scope, this study will examine representative theories 
of job satisfaction through the categorical framework developed by 


Locke (1969). 


The Subjective Approach 

Maslow's (1970) theory of human motivation has been widely 
researched in its relationship with job satisfaction and has been 
selected as representative of the subjective approach to the study of 
job satisfaction. It is indicated in the subjective approach that the 
determinants Seley satisfaction are grounded solely within the 
individual. 

Maslow developed the well-known hierarchy of needs for the 
treatment of mental disorders. However, as Clay (1977) stated many 
researchers have adapted the concept of needs satisfaction for 
application to the work situation. 

The basis of Maslow's hierarchy of needs are the five basic 
need levels (Maslow, 1970). The hierarchical arrangement of the need 
levels from the lowest to highest are physiological, safety, 
belongingness, esteem, and self-actualization. According to Maslow 
(1970), higher level needs emerge and become the strongest motivators 
of behavior as the lower level needs are respectively satisfied. 


However, as Lawler (1973) cautioned the order of needs should not be 
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viewed rigidly as being the same for all individuals. 

The application of Maslow's hierarchy of needs to the work 
Situation appears appropriate given the potential for the prediction 
of outcomes of organizational decisions and policies. As Lawler 
(1973:29) described organizations should recognize that with the 
satisfaction of needs through pay increases, job security, promotion, 
and the like will emerge higher order needs. It is implied in Maslow's 
theoretical framework that workers may not achieve complete job 
satisfaction. 

Porter (1961) examined the applicability of the needs hierarchy 
to populations of bottom and middle level managers. He noted a 
differential in met needs between the two groups and concluded that the 
hierarchical framework was a viable approach to the study of job 
satisfaction. Paine, Carroll, and Leete (1966) completed a study of 
needs satisfaction on field and central office government managers. 
They reported that field managers experienced greater job satisfaction 
than the central office managers. The finding resulted from the 
reduced exposure of the field managers to the bureaucratic structure 
which Paine et al. contend impose limitations on the satisfaction of the 
higher order needs. The study results confirmed the acceptability of 
the hierarchy of needs to measure job satisfaction. 

Other studies have failed to validate Maslow's hierarchy of 
needs as a means to measure job satisfaction. Schneider and Alderfer 
(1973) conducted three studies of needs satisfaction in organizational 
settings. They examined the satisfaction of nurses, bank employees, 
and life insurance employees using in each study population different 


means of measurement to determine the convergence of results. 
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The conclusions of the studies did not support Maslow's hierarchy of 
needs and as Schneider and Alderfer (1973:503) reported, was due to 
the difficulties in operationalizing the need categories to the 
organizational setting and the reality that the theoretical framework 
was not originally intended for application to the organizational 
setting. Clay (1977) sought to validate Maslow's hierarchy of needs on 
college instructors. In this study, the hierarchical framework 
presented poor explanations of the interrelationships between need 
levels and of the predictability of satisfaction and behavior. Clay 
(1977:23) recommended that other more valid theoretical frameworks be 
adopted for the study of satisfaction. 

Maslow's (1970) hierarchy of needs has been much replicated as 
a theoretical framework for research on job satisfaction. While there 
is some support validating the framework, there is also considerable 
criticism of its inability to identify valid interrelationships in the 
work situation. However, the review of the literature indicates that 
in spite of the limitations the theoretical framework has been useful 
in satisfaction research and that further efforts be put forth to adapt 


the needs hierarchy to the work environment. 


The Intrinsic Approach 

The dual-factor theory of job satisfaction and motivation as 
developed by Hertzberg, Mausner, and Snyderman (1959) has been selected 
as a representative theoretical framework for the intrinsic approach 
to the study of job satisfaction. Locke (1969) claimed that in the 


intrinsic approach the determinants of satisfaction lie wholly in the 
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job itself. The dual-factor framework is based on the individuals' 
affective reactions to the work itself and the environment in which 
they work. 

Hertzberg et al. (1959) examined the work motivations of 
engineers and accountants through a process of interviews which 
required the respondents to recall incidents which produced satisfaction 
and dissatisfaction. They determined that job attitudes were uni- 
dimensional and indicated that certain variables (motivators) produced 
satisfaction but not dissatisfaction, and another set of variables 
(hygienes) produced job dissatisfaction but not satisfaction. It was 
additionally found by Hertzberg et al. (1959:59) that the motivators 
were related to the job content or intrinsic job factors. The 
intrinsic job factors were identified as recognition, achievement, 
responsibility, advancement, and the work itself. The hygiene 
variables, on the other hand, were related to the job context or 
extrinsic job factors which were described as working conditions, 
interpersonal relationships, supervision, personal life, salary, 
organizational policy, and job security. 

A considerable number of researchers have examined the validity 
of the dual~factor theory as a theoretical framework for the study of 
job satisfaction. The job characteristics of the motivator and hygiene 
variables were studied by Friedlander (1964). He concluded that there 
were significant differences between the job characteristics that were 
related to the satisfier and dissatisfier groups of variables. The 
results supported Hertzberg's contention with respect to the independ- 
ence of the motivator and hygiene factors, and the unidimensionality 


of job attitudes. Similar results emerged from a study done by Centers © 
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and Bugental (1966) in attempting to determine the intrinsic and 
extrinsic motivators in different occupational groups. Their 
predictions that higher level occupations would be motivated intrinsic- 
ally and lower level occupations extrinsically were confirmed. 

The major criticisms of the dual-factor theory were outlined by 
House and Wigdor (1967:371) and were based on the following: (1) The 
theory is bound by its interview methodology. Ewen (1964) argued that 
other methods of measurement must be employed to test the theory.; 
(2) The research upon which the theory is based is insufficiently 
grounded. House and Wigdor (1967) cautioned that rater interpretation 
in interviews could lead to the contamination of results. The 
motivator and hygiene dichotomy was not supported in research studies 
done by Ewen (1964) and Burke (1966); the latter also indicating the 
absence of unidimensionality of job attitudes. Ewen (1964) also 
questioned the narrow range of occupations (engineers and accountants) 
examined by Hertzberg and associates.; (3) The inconsistencies with 
evidence derived from previous research. The dual-factor theory 
supports the notion that productivity is a function of satisfaction 
which is contrary to the research evidence, according to House and 


Wigdor (1967). 


The Interactionist Approach 
According to Locke (1969), the determinants of job satisfaction 


in the interactionist approach lie in the interaction between the 
worker and the environment in which he or she works. Locke (1969:319) 
further proposed "the prediction of job satisfaction necessarily requires 


an interactive approach . . . because of the nature of man and of the 
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evaluation process". The key elements appear to be the individual's 
ability to make value judgements and to establish relationships 
between what he sees and what he values. Lawler's (1973) model of 
facet satisfaction will be further examined as an example of the inter- 
actionist approach. 

Lawler (1973) stated that job satisfaction is a state of 
equilibrium between what satisfaction an individual feels he should 
receive and reports that he actually receives. The distinction 
between facet satisfaction and overall satisfaction was made by Lawler 
(1973:64) who stated "facet satisfaction refers to worker's affective 
reactions to particular aspects of the job, while overall satisfaction 
refers to worker's affective reactions to the total work situation". 

In Lawler's (1973) model, there are indicated to be a number 
of variables that influence the worker's view of what rewards are 
received and the view of what the reward level should be. The reward 
level received is affected by the present outcome level, the view of 
what the "referent others" receive, and the psychological differences 
between individuals. The view of what the reward level should be is 
influenced most significantly by the worker's evaluation of the inputs 
that the worker brings to the job. The inputs were described by 
Lawler (1973:76) as the "skills, abilities, and training a worker 
brings to the job and his behavior on the job". In addition, the view 
of what the reward level should be is influenced by the job expect- 
ations. The greater the expectations of the job, the more the worker 
will expect to receive. 

The interactionist approach, as evidenced by Lawler's (1973) 


model of facet satisfaction, attempts to explain the complex 
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relationship between the worker and his or her work environment in 
its influence on job attitudes. 

The categories of the theoretical frameworks as developed 
by Locke (1969) have examined the major approaches to the study of 
job satisfaction. Most research to date on finding the determinants 
of satisfaction has concentrated on relating satisfaction to the 
individual (subjective approach) and to the job (intrinsic approach). 
That satisfaction is perhaps a function of Both the worker and the 
work environment (interactionist approach) appears to be gaining 
considerable prominence in its attempts to provide an explanation for 
the influences and relationship of the individual and job factors to 


job satisfaction. 


JOB SATISFACTION RESEARCH WITH ADULT EDUCATORS 


An adult educator was described by Charters (1978:6) as "any 
individual involved at some level in the decision-making process with 
respect to the policy and/or the practice of adult education". 

The description encompasses a broad spectrum of the different types 
and groups of adult educators but at the same time recognizes the 
common commitment to the education of adults. According to Charters 
(1978), all adult educators have similar roles and responsibilities 
and have, perhaps in varying degree, common characteristics uniquely 
focusing on their field of endeavor. 

A study done by Charters and Hilton (1978) examined through 
interviews what adult educators report that they do, and what they 


think and feel about what they do. The subjects were full-time adult 
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educators primarily involved in program administration in their 
respective organizations. They represented a variety of institutions 
and agencies from different levels of government, universities, 
school boards, industry, and nonprofit service agencies. 

The determinants of satisfaction were derived from a single 
question asking the respondents to describe a typical work day. The 
findings, as described by Charters and Hilton (1978), indicated that 
the respondents were generally very enthusiastic about the importance 
and value of their work and received considerable satisfaction from 
their sense of mission to adult education. An additional source of 
satisfaction emerged from the service to the students, though interest- 
ingly many respondents did not view the contact with or the service to 
the students as a source of satisfaction. 

Solmon and Tierney (1977) studied the determinants of job 
satisfaction for 211 college administrators. They specifically examined 
the job satisfaction that evolved from the relationship between certain 
aspects of the job and organizational role congruence. Solmon and 
Tierney (1977:413) referred to role congruence as the administrator's 
view of the conflict between the organizational reward structure and 
the behaviors valued in subordinates. 

The findings indicated that at least 50 percent of the admini- 
strators were "very satisfied" with 13 of the 19 job aspects examined. 
The job aspects which elicited the greatest degree of satisfaction were 
responsibility, challenge, variety, and congenial relationships. The 
administrators were "not satisfied" primarily with those aspects of the 
job that were seen to be constrained by the lack of time. Greatest 


dissatisfaction was expressed with the opportunities for leisure time 
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activities, for family oriented activities, and for the pursuit of 
scholarly activities. 

In terms of valued behaviors and role congruence influencing 
job satisfaction, the administrators placed greatest value on the 
interpersonal skills of their subordinates. Interpersonal skills were 
valued in 12 of the 19 relationships studied. As Solmon and Tierney 
(1977:424) described "the administrators experienced more satisfaction 
when their subordinates were encouraged to improve their abilities in 
dealing with people". 

An examination of the literature relevant to the job satis- 
faction of adult educators suggests a paucity of research particularly 
on the population of adult educators who are neither employed by a 
postsecondary institution or as an instructor. As Campbell (1980) 
described, there is a general lack of information available on the 
personnel structure and the individual characteristics of adult 


educators in Canada. 


JOB SATISFACTION RESEARCH IN AREAS OTHER THAN ADULT EDUCATION 


Research in Other Occupational Areas 

The job satisfaction of 74 secondary school administrators was 
assessed by Schmidt (1976). He concluded that the administrators 
achieved the most satisfaction from the fulfillment of the needs for 
recognition, achievement, and advancement, Job dissatisfaction was 
associated with salary, interpersonal relations, policy and admini- 
stration, and supervision. Paine, Carroll, and Leete (1966) studied 


the job satisfaction of field and central office government managers 
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and administrators. They determined that the field staff experienced 
more satisfaction than their central office colleagues particularly in 
the area of the higher order needs of self-esteem, autonomy, and 


self-actualization. 


Research in Job Withdrawal 

Various studies have attempted to relate job satisfaction with 
different forms of job withdrawal. Waters and Roach (1971) examined 
the relationship between job satisfaction and the permanent (termin- 
ation) and temporary (absences) forms of job withdrawal. They 
reported that both forms of withdrawal were related to job satisfaction 
and that withdrawal behavior was a possible consequence of dissatis- 
faction. It was additionally indicated that termination behavior was 
significantly related to the intrinsic facets of the job. 

Hulin (1966) studied the job satisfaction of 350 female 
clerical workers and at intervals of 5 and 12 months after the admini- 
stration of the questionnaire attempted to relate levels of satisfaction 
to termination. He reported that at and after the 12 month period 
there was a significant relationship between the initial satisfaction 
ratings and turnover. Those who had remained with their employment 
reported a greater level of satisfaction on the questionnaire than 


those who had terminated. 


Research on Selected Individual Characteristics and Sdtisfaction 
Sex of worker. As Hulin and Smith (1964) suggested, that 
given the prevailing notion that women are paid less and at a lower 


job level than men, that women would experience less job satisfaction 
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than men. They determined in a sample of male and female plant workers 
that the females expressed less job satisfaction with their jobs than 
the males. The limitations with respect to promotional opportunities 
were consistently an area of dissatisfaction. However, the females 
reported greater satisfaction with their pay than the male workers. 
Hulin and Smith (1964) made a final point that the removal of the many 
variables that covary with the sex of the worker (eg. job level, 
promotional opportunities, pay) would likely result in negligible 
differences in the reporting of satisfaction between male and female 
workers. 

In 1966, Centers and Bugental researched the job motivators 
for different segments of the working population. They determined that 
there were no significant differences between the males and females 
with respect to the values placed on the intrinsic or extrinsic facets 
of the job. However, there were differences accountable to the sex of 
the worker in the social and self-expression factors of the job. 

The females experienced greater satisfaction than the males with the 
social factors of the job; that is they placed greater value on the 
relationships with co-workers. At the same time, the females received 
less satisfaction than the males on the self-expression dimension of 
the job. They placed less value than the males on the opportunities to 


demonstrate innovation, talent, and skill in the job. 


Pay of worker. Early research has demonstrated that job factors 
other than pay have an important role in the job attitudes of workers. 
Yet as Opsahl and Dunnette (1974) described, there continues to be 


considerable significance placed on pay as a means of rewarding and 
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modifying job attitudes. 

Hertzberg et al. (1959) in their conceptualization of the 
dual-factor theory of satisfaction described pay as an extrinsic job 
factor. They asserted in their position with respect to the unidirect- 
ionality of job attitudes that pay could result in job dissatisfaction 
but would not contribute to job satisfaction. Ewen, Hulin, Smith, and 
Locke (1966) examined the influence of pay on job attitudes in the 
context of testing the dual-factor theory. They concluded that pay does 
not increase the satisfaction of workers who experience low satisfaction 
with the intrinsic job factors but it does increase worker satisfaction 
for those who expressed satisfaction with the intrinsic job factors. 

Pay is seen as a useful motivator for those who are already satisfied 
with their jobs. 

Opsahl and Dunnette (1974) suggested that the manner of 
administration of financial remuneration is likely to have a significant 
effect on job attitudes. They felt that the pay range, the secrecy in 
salary matters, how pay is determined, and the worker's pay history 


contribute to the attitudes toward one's pay. 


Age of worker. The age of the worker is generally viewed as 
being positively related to job satisfaction. The relationship was 
implied by Porter and Steers (1973) who suggested that age was inversely 
associated with job turnover. Turnover, in this case, had been 
established as positively related to dissatisfaction. The relationship 
of age and satisfaction was determined in a study done by Solmon and 
Tierney (1977). In an examination of the determinants of satisfaction 


for college administrators, they found that age was positively related 
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to several facets of the job. The age of the administrator was a 

factor in the expression of satisfaction to aspects of the job as power, 
influence, and leisure time. In addition, both studies implied that age 
and length of service were closely associated and would provide similar 
predictions of job satisfaction. 

The review of the literature reveals that the concept of job 
satisfaction has been the subject of considerable research. Though 
this has increased the understanding of the concept, it has also brought 
to light its complexities. Job satisfaction must be considered as Locke 
(1969) described, as the complex and dynamic interrelationship between 


the individual's emotions and values and the environment. 
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CHAP Tere 


RESEARCH METHODOLOGY 


This chapter will examine the research methodology employed in 
the study. The three sections will respectively report on the 


research instrument, pilot testing, and data collection. 


THE RESEARCH INSTRUMENT 


The questionnaire format was used in this study for the 
collection of data relevant to the job satisfaction of the further 
education coordinators. The approach was adopted to facilitate data 
collection from a geographically dispersed population within the context 
of the cost and time considerations. Anonymity was a factor in the 
decision and as Moser (1958:177) described "people completing question- 
naires may respond to personal and perhaps embarrassing questions more 
willingly and accurately than if faced with an unknown interviewer”. 
Finally, it was felt that the questionnaire format would allow the 
respondents to provide considered as opposed to immediate responses. 

The questionnaire, Sources of Job Satisfaction for Further 
Education Coordinators, was adapted from instrumentation developed by 
Holdaway (1978) and Rice (1978) who respectively studied the satis- 
faction of teachers and school principals. Holdaway (1978) examined 59 
job facet items and categorized them according to the working 


conditions, teaching-related matters, student-related matters, and 
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occupation-related matters. One item was included to measure overall 
job satisfaction. Rice (1978) categorized 45 job facet items into 
working conditions, personnel-related matters, school-related matters, 
district-related matters, and occupation-related matters. Overall 
satisfaction was measured from responses to four items. 

The following describes the sections included in the question- 
naire. Section A provided data on the individual characteristics of 
the further education coordinators and was adapted from Rice's (1978) 
study. One item on the administrative and leadership activities of 
the coordinators was adapted from Onuoha's (1980) study of the 
satisfaction of educators in Rehabilitation Medicine. The Konrad et al. 
(1982) study provided considerable assistance in the development of items 
specific to the study population. Items in this section were categorized 
to reflect the personal-social, professional, and organizational 
characteristics of the coordinators. Section B provided the measures of 
overall satisfaction and was adapted from Rice's (1978) study. Overall 
satisfaction was assessed with four items which measured attitudes to the 
effectiveness of the council, to the fulfillment of the higher and lower 
order needs, and to the job in every aspect. In the initial question- 
naire, the rating scale included six response alternatives: 1 — highly 
dissatisfied, 2 - moderately dissatisfied, 3 - slightly dissatisfied, 
4 - slightly satisfied, 5 - moderately satisfied, 6 - highly satisfied. 
Section C: Working Conditions, Section D: Council-Related Matters, 
Section E: Further Education Services-Related Matters, and Section F: 
Occupation-Related Matters respectively categorized the 32 job facet 
items. These sections provided for the measurement of satisfaction to 


the job facet items and the importance rating of each job facet to job 


26 


fietevo suteeen oF bebesl os 


tei siet~lowioe ,2isttam 


xti wot ot esasogeet noTT Dem 


oF 


ct ,-isioce-Lanoeiag - 


bhivor & noktos? .asotmatinweo eft 1° 
: ’ x 


- 
ae LL 


ran 


secre 
= 
- 
- J 


: ; - * . a © r 
eM bes Siena? iG mottoss. ,.emacsconc. go ie os 


waits 


- @ ~— « 7 . 
sitso visteysbem - ¢ -veltsitse.¥ 


> tne ose eeé betalol-ssotvese aekzsoubd 


sane? dot St odt hesihegeteo vlewitnagquet eeste be 


= +. tor pesam & 
is=— hie i) a 


27 


satisfaction. In the initial questionnaire, satisfaction was scaled 
from 1 - highly dissatisfied to 6 - highly satisfied and the importance 
of the job facet scaled from 1 - not important to 6 - extremely 
important. The importance scale was adapted from Onuoha's (1980) study. 
The last section, Section G: Sources of Job Attitudes, was adapted from 
Rice's (1978) study. The open-response format provided the freedom to 
the respondents to select, on their own, factors which they felt 


contributed to job satisfaction and dissatisfaction. 
PELOT TESTING 


The questionnaire was pretested by four coordinators under the 
conditions of the proposed approach to the administration of the 
instrument. In addition, two graduate students and a former manager 
with Alberta Advanced Education and Manpower who had background 
knowledge of the role of the coordinators provided a critical analysis 
of the instrument. The individuals involved in the pretesting were 
asked to evaluate and comment on the content and format of the 
questionnaire, the adequacy and appropriateness of the items and 
response categories, and the clarity of the questions. 

The eaten resulted in the implementation of various changes 
to the questionnaire. Clarity was addressed in the amendments to the 
wording of 15 items. The word "please" was inserted in the comment 
sections. The response categories for the question on age were changed 
to reflect equal intervals in each category. Under Section B, the 
response category of "no opinion” was inserted into the rating scale 


and assigned the rating value of 0. It was felt that “no opinion” was 
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necessary to facilitate the possibility of neutral responses. A similar 
rationale was used to insert the "no opinion" response category to the 
satisfaction and importance rating scales in Sections C, D, E, and F of 
the questionnaire. As previous, the "no opinion" response category was 
assigned the rating value of 0. Finally, in the importance scale the 
response category "quite important" was deleted. It was felt this was 
an unnecessary interval between the "moderately important" and "very 
important" response categories. This required amendments to rating 
values of the "very important" and "extremely important" response 


categories to 4 and 5 respectively. 


DATA COLLECTION 


The Sample 

The names of coordinators for this study were derived from a 
master list of council staff updated to November 2, 1982. The listing 
for the 83 councils was provided by Further Education Services, 
Alberta Advanced Education and Manpower. Six councils were excluded 
from the study who, it was determined, either did not employ coordin- 
ators or employ coordinators on the usual part-time basis. In addition, 
the four coordinators who had participated in the pilot testing were not 
readministered the questionnaire. A total of 74 coordinators represent- 


ing 73 councils were sent questionnaires. 
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Procedures 

Approval for the distribution of the questionnaires was 
obtained from Further Education Services. On November 8, 1982 the 
questionnaires with stamped, self-addressed envilopes were distributed. 
The cover letter indicated a cutoff date of November 29, 1982 and 
the assurance of anonymity to the coding procedure used in the study 
to monitor returns. Follow-up procedures were initiated on November 29, 
1982 with the re-distribution of questionnaires and stamped, self- 
addressed envelopes to non-respondents. A cutoff date of December 14, 
1982 was indicated in the cover letter. Appendix A contains the 
questionnaire used in the study and Appendix B the letters of 


transmittal. 


Returns 

Sixty-five returns had been received by December 21, 1982 
providing a return rate of 87.8 percent. However, one questionnaire 
was returned unanswered with an explanation that a coordinator, as 
such, was not employed in that jurisdiction. This provided 64 useable 
returns for the study. In addition, it was decided that the four 
questionnaires completed in the pre-test phase of the study would be 
included in the sample providing 68 useable returns. It was felt that 
this would be acceptable since no items were added or deleted nor any 


major changes implemented. 
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CHAPTER IV 


DATA ANALYSIS 


The purpose of this chapter is to report the characteristics 
of the sample population of coordinators and the results of the data 
analysis procedures used in conjunction with the problem statements 
presented in Chapter I. The first section provides a description of 
the respondents on the basis of the personal-social characteristics, 
professional characteristics, and organizational characteristics. 

The second section addresses problem statement 1 and provides 
the statistical analysis related to the extent of overall job satis- 
faction experienced by the coordinators. In addition, this section 
reports on the job aspects personally identified by the coordinators 
as contributing most to overall job satisfaction and dissatisfaction 
and on relationship of the grouped data to the dual-factor theory 
developed by Hertzberg et al. (1959). 

The next section focuses on problem statement 2. The job 
facets identified by the coordinators as contributing most to job 
satisfaction and dissatisfaction are examined. As well, the analysis 
of data concerned with the importance of facet items to job satisfaction 
are reported. 

Problem statement 3 is dealt with in the fourth section. The 
purpose of this section is to report the differences between groups to 


the level of overall job satisfaction experienced. The investigation 
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will examine the differences between groups classified according to 
the personal<social characteristics, professional characteristics, and 
organizational characteristics of the coordinators. 

The fifth section addresses problem statement 4 and reports on 
the seven job factors extracted from the factor analysis of the 32 
weighted job facet items. The contribution of the respective job 
factors to feelings of overall satisfaction is examined. In addition, 
the relative strengths of the job factors to predict overall satisfaction 
is investigated. 

The last section reports on the investigation of problem 
statement 5. The degree to which the level of coordinator satisfaction 
with the job factors is related to differences between groups classified 
according to the personal-social, professional, and organizational 


characteristics is reported. 


SECTION 1 


DESCRIPTION OF RESPONDENTS 


The first section of this chapter provides a description of 
the 68 respondents upon which this study is based. The sample 
population is described according to the personal-social, professional, 


and organizational characteristics. 


Personal-Social Characteristics 
The frequency and percentage distributions relevant to the 
personal-social variables of the respondents are shown in Table 1. 


Sex. Almost 9 out of every 10 respondents were female. 
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Females accounted for 88.2 percent of the sample population compared 


to 10.3 percent for males. 


Age, Fifty-three percent of the respondents were 35 years of 
age and younger, 29.4 percent were aged 36 to 45, and 16.2 percent were 


46 years of age and older. 


Other employment. Approximately 40 percent of the sample 
population was employed in other areas while serving in their capacity 
as coordinators. There were 58.8 percent of the respondents who 


indicated sole employment as coordinators. 


Population of community. Over two-thirds of the respondents 
were coordinators from communities with populations of 10,000 or less. 
There were 42.6 percent from communities of 5,000 or less and 26.5 
percent from communities with populations from 5,001 to 10,000. 
Approximately 13 percent of the sample population came from communities 
with 10,001 to 15,000 people and 16.2 percent from communities with 
populations of 15,001 and greater, 

The population data does not address the delimitation to the 
study with respect to the exclusion of six councils from the study. 

To a large extent the excluded councils represented communities with 


populations of 20,001 or greater. 


Location by region. All regions of the province, as designated 
for regional meetings of the councils, were represented by the respond- 


ents. An examination of the data reveals that 14.7 percent of the 
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Table 1 


PERSONAL~SOCIAL CHARACTERISTICS OF RESPONDENTS 


(n= 68) 
CHARACTERISTICS FREQUENCY PERCENTAGE 
Sex 
Female 60 88.2 
Male 7 O33 
No response to item 1 15 
Age 
25 or less 4 oro 
260="35 SZ ca 
36 -— 45 20 29.4 
46 = 55 6 14.7 
56 or older a ae 
No response to item i 5 
Other employment 
Yes 2d eile 
No LQ 58.8 


No response to item a de 


a YS 


cenicntlitensl caasemiilaaammmansrinl 
oo" arr? et ~ 
406A Ai oe | 


ee —— a aay 


Table 1 (Continued) 


CHARACTERISTICS FREQUENCY PERCENTAGE 


Population of community 


5,000 or less 29 42.6 
Ss001 21.0 5.000 18 ZO. © 
10,001 - 15,000 2 de 2 
155001 4— "20.000 6 8.8 
20,001 or more 5 7.4 
No response to item A. Lao 


Location by region 


Northwest 10 14.7 
Northeast als) PAO AKAN, 
Yellowhead eZ 1776 
Central i Wg ip 
south 17 2520 


No response to item 2 BES 


35 


respondents were from the northwest region, 22.1 percent the northeast 
region, 17.6 percent from each of the yellowhead and central regions, 


and a quarter of the respondents from the south region. 


Professional Characteristics 
Table 2 provides the frequency and percentage distributions of 
the items related to the professional characteristics of the respondents. 
Years of experience as coordinator. Over two-thirds of the 
respondents stated that they had been employed as coordinators for less 
than four years. There were 36.8 percent who had one year or less 
experience as a coordinator and 30.9 percent with more than one year 
but less than four years experience. Twenty-eight percent of the 
respondents had indicated more than three years of experience as a 


coordinator. 


Years of administrative experience in educational setting. 
A majority, 63.3 percent, of the respondents indicated fewer than five 
years of administrative experience in an educational setting. 
Approximately 31 percent of the sample population had a year or less 
of administrative experience. In addition, over a third of the 
respondents, 35.4 percent, indicated five or more years of admini- 


strative experience in an educational setting. 


Highest level of schooling. Approximately 29 percent of the 
respondents completed high school or attended a high school program. 
Almost nine percent completed technical or vocational training 


programs. However, a majority, 60.3 percent, within the sample 
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Table 2 


PROFESSIONAL CHARACTERISTICS OF RESPONDENTS 
(n =. 68) 


CHARACTERISTICS FREQUENCY PERCENTAGE 


Years of experience as coordinator 


1 or less 25 36.8 
Dees eal 301.9 
y= 5 11 NG;.2 
6 or more 8 1s 
No response to item 3 4.4 


Years of administrative experience 
in educational setting 


1 or less 2X 30)..3 
pS 22 32.4 
i Us 22), 8 
a= 10 4 7.9 
11 or more 5 7.4 


No response to item qi Ta 
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Table 2 (Continued) 


CHARACTERISTICS FREQUENCY 


Highest level of schooling 


Some high school 4 
High school completed 16 
Technical-vocational training 6 
Some university Za 
University degree ty, 
Graduate degree 3 
No response to item L 


Number of professional development/ 
continuing education activities attended 


0 é 
i set 
2 20 
3 1S 
4 or more 16 


No response to item 0 
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Table 2 (Continued) 


CHARACTERISTICS 


Number of organizations with coor- 
dinator membership and participation 


0 

1-3 
4-6 
(es, 


10 or more 


No response to item 


FREQUENCY 
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population have attended university courses. Approximately half of 
this group or 29.4 percent of the total number of respondents have 
fulfilled degree requirements either at the undergraduate or graduate 


level. 


Professional development/continuing education activities 
attended. The interest in the development of personal and professional 
skills was measured through the attendance at professional development/ 
continuing education activities over the period of the past year. 

The largest number of respondents or 30.9 percent were in attendance at 
two activities over the year. Approximately seven percent of the 
respondents had not attended any activities. The remainder indicated 
their attendance over the year as one activity, 16.2 percent; three 


activities, 22.1 percent; and four or more activities, 23.5 percent. 


Membership and participation in organizations. Involvement in 
community affairs was measured through the membership and participation 
in various community organizations. All respondents belonged to and 
actively participated in at least one community organization with the 
majority, 58.8 percent, being involved with one to three organizations. 
Almost 31 percent of respondents had active involvement with four to six 


organizations and 8.9 percent with seven or more organizations. 


Organizational Characteristics 
The frequency and percentage distribution data for the items 
describing the organizational characteristics of the respondents are 


reported in Table 3. 
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Primary area of work involvement. The focus of the work 
activities for the respondents was examined through the number of hours 
per week devoted to the administrative and leadership functions of their 
jobs. The respondents indicated the degree of activity in the respective 
job functions according to the rating categories of nil hours per week, 
atone. 6 to 10.1 to 25, 16 to 205, and)21 or more heurs per week. 

Over 70 percent of the respondents stated 10 or fewer hours per 
week as being devoted to the administrative aspects of the job. 
Approximately 15 percent of the respondents spent 11 to 15 hours per 
week on administration and the remainder, 11.7 percent, 16 or more hours 
per week. 

On the leadership dimension, 41.2 percent of the respondents 
spent 10 or fewer hours per week performing the related tasks. Over 
half, 57.4 percent, devoted 11 or more hours per week on the leadership 


component of the position. 


Hours per week paid as coordinator. The formalized time 
commitments to the job were measured through the determination of the 
hours per week for which the respondents received payment. Twenty-four 
respondents, 35.2 percent, were paid to work 15 or fewer hours per week. 
A majority, 63.2 percent, of the respondents received payment for 16 or 
more hours per week on the job. Thus most respondents were retained 
for two or more days per week to fulfill the responsibilities of the 


position. 


Salary level. A large majority, 89.7 percent, of the respondents 


received an annual salary of $10,000 or less. The remainder, 8.7 
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ORGANIZATIONAL CHARACTERISTICS OF RESPONDENTS 


(n = 68) 
CHARACTERISTICS FREQUENCY PERCENTAGE 
Primary area of work involvement 

Hours per week for administrative 

activities 
Nil iD 5 
i ts 18 2060 
6 - 10 gas) 42.6 
11 - 15 10 14.7 
16 = 20 6 8.8 
PAO Tore 2 apts) 
No response to item Z pees 

Hours per week for leadership 

activities 
Nil 0 0 
baa) cia core 
6 — 10 ah? Za50 
ie es) 20 29.4 
16 = 20 14 2056 
21--0r more 5 7.4 
No response to item A: as 


YI 


Table 3 (Continued) 


CHARACTERISTICS FREQUENCY 


Total hours per week paid as coordinator 


5 or less 2 
6 - 10 9 
JA 15 3 
Lo 20 26 
Zi, Ore more aE 
No response to item I 


Salary level 


$5,000 or less 15 
$5,001 - $10,000 46 
$10,001 - $15,000 2 
$15,001 - $20,000 2 
$20,001 or more 2 
No response to item L 


Type of designated local hosting 


authority 
School authority oye 
Postsecondary institution 12 
Other 2 


No response to item dl 


PERCENTAGE 
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percent, was compensated $10,001 or more per annum. 


Type of designated local hosting authority. Almost 78 percent 
of the respondents indicated their designated local hosting authority 
to be a school authority. Postsecondary institutions comprised the 
other major group and were identified as designated local hosting 


authorities by 17.6 percent of the respondents. 


Summary 

The first section of this chapter on the analysis of data 
provided a description of the respondents according to their personal- 
social, professional, and organizational characteristics. The data will 
be used for further study of the job satisfaction of coordinators. 

To summarize, it was revealed in the personal-social dimension 
that a large majority of respondents were female and slightly over half 
were 35 years of age or less. Approximately 6 out of 10 did not have 
other employment and close to 70 percent of the respondents resided in 
communities with populations of 10,000 or less. Respondents emerged 
from all regions of the province with the south region having the 
largest representation, 25 percent, and the northwest region the 
smallest with 14.7 percent of the total number of respondents. 

The professional characteristics of the respondents were examined 
through their experience as coordinators, administrative experience in 
educational settings, level of schooling, attendance at professional 
development/continuing education activities, and participation in 
community organizations. Over a third have had a year or less experience 


as a coordinator and almost two-thirds of the respondents had less than | 
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five years administrative experience in educational environments. 

On the level of schooling, the majority, 60.3 percent, stated that they 
had attended university with about half of this group completing 
undergraduate or graduate degree requirements. Over three-quarters of 
the respondents attended two or more professional development/continuing 
education activities in the previous year. Approximately 90 percent 
indicated their membership and participation in six or fewer community 
organizations, in examining the community involvement variable. 

Four variables were used in this study to assess the organiz~ 
ational characteristics of the respondents: primary area of work 
involvement, hours per week paid as a coordinator, salary level, and 
type of designated local hosting authority. On the primary area of 
work involvement, a large majority, over 70 percent, devoted 10 or 
fewer hours per week to the administrative functions of the job. At the 
same time, over half, 57.4 percent, of the respondents indicated they 
spent 11 or more hours ver week on leadership activities. It appears 
that the leadership aspects of the position are viewed as the primary 
area of work involvement. Almost twosthirds, 63.2 percent, were paid 
for two or more days per week as a coordinator and a vast majority, 
almost 90 percent, received an annual salary of $19,000 or less. 

School authorities were identified by most respondents, 77.9 percent, 


as their designated local hosting authority. 


45 


SECTION 2 


PROBLEM 1: OVERALL JOB SATISFACTION 


Section 2 reports on the analysis of two criteria employed to 
assess overall job satisfaction. First, it examines the degree to 
which the respondents indicated feelings of overall job satisfaction 
through four items in Section B of the questionnaire; and second, the 
job aspects personally identified by the respondents as contributing 
to overall satisfaction and dissatisfaction. In addition, the job 
aspects regrouped as motivator and hygiene variables are to be assessed 
in their consistency with the dual dimensions of job satisfaction as 


proposed by Hertzberg et al. (1959). 


Sub-Problem 1.1 
"To what extent do further education coordinators experience 


overall job satisfaction?" 


Section B of the questionnaire provided measures of overall 
job satisfaction through the rating of four items. The response 
categories for the four items are collapsed into two categories denoting 
overall satisfaction and dissatisfaction respectively. Rice (1978) 
followed this procedure on the premise that the results would not 
significantly impair the reliability or validity of the items. The 
response categories: slightly, moderately, and highly satisfied with 
rating values of four, five, and six respectively are collapsed to form 
the satisfaction category. Table 4 contains the percentages of respond- 


ents who rated their overall satisfaction and the mean values for each 


. oe oe 
“MASTERS St Bae a] te 


4 os 
ft slain 
, Pry, 7 
F ) teehee ice srr 
i ponte itesa dot 


i 
oeigey se vir 


+ reo es Pas oe 
eas, a | — 


46 


UOTIOLJSTIES TTCUSAO 


SeTITTTqe JO esp 


S&S 
jon) 


TG Trounoos FO SSOUSAT IOS I FW 


Sr 
=f 


L°68 SdtysuotjeTed TeTOOS 


Zz we) ES Gp nn (op) (EX (a) fap: 
5 sear Bh: O Pek wp mM O PE: 
o [88 186 [Ba [fe fog | eS 
AG) uM ow Oa: () ‘ar nh op) 
B rr << t+ GiGi Eni Fh © rh<} 

H- He ct He fu Heb He ct H- 
6 [4 |B2 185 185 [ae 1B 
S) be Hes Hs Ke 

0) 0) 0) 

ay, ay, A, 


NOILOVASILVS 
dqdOLr 
TIVastAO 


CALISLLVS 
FOVINAOWAd 


SNVAW SHSNOdSda JO FOVLINAOddd 


(89 = U) 
SWHLI NOLLOVASILVS DOr TIVYSAO OL SASNOdSdaX JO NOLLAETSLSTA FOVLNAOdAd 


H STIEL 


47 


of the four items. 

On three of the four items the percentage of respondents 
indicating satisfaction was approximately 90 percent in each case. 
The percentage exceeded 90 percent with the item addressing the effect- 
iveness of the council in meeting the adult education needs in the 
community. The mean values of three of the items exceeded 5.0 
providing an approximate level of moderate satisfaction in relation to 
the response categories. On the basis of the means, greatest satis< 
faction was derived from the social relationships in the work. The 
item assessing overall satisfaction was revealed to have the lowest 
mean value providing an approximate level of slight satisfaction. 
Overall, the respondents indicated to be moderately satisfied with the 


job in all its aspects. 


Sub=-Problem 1.2 
"Which job aspects are selected by coordinators as contributing 


the most as sources of overall job satisfaction and dissatisfaction?" 


Section G of the questionnaire, through the open-ended format, 
provided the respondents the opportunity to identify two job aspects 
which contributed to overall job satisfaction and two job aspects 
which contributed to overall job dissatisfaction. 

Responses in the two categories, satisfaction and dissatis< 
faction, were grouped according to common themes in the feelings to 
various aspects of the job. Frequency of mention was employed to 
tabulate the responses into distinguishable job aspects. The aspects 


of the job identified by the respondents as contributing most to job 
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satisfaction are included in Table 5 and those contributing most to job 
dissatisfaction in Table 6. 

As shown in Table 5, the respondents identified 17 aspects of 
the job which contributed to the feeling of overall job satisfaction. 
The most frequently mentioned job aspect was the "freedom associated 
with the job" which accounted for 24.24 percent of the total responses. 
The comments reflected on the satisfaction derived from the flexibility 
in the determination of working hours and the autonomy provided the 
respondent. One coordinator stated: 

I work out of my home which is ideal when there are young children 


involved and my hours are my own. I like the flexibility and feel 
I am responsible enough to ensure that the job is done. 


The next job aspect viewed as contributing most to job 
satisfaction was the "contact with people". This job aspect was 
indicated in 18.94 percent of the responses. The relationships with 
people as a source of satisfaction were described by a coordinator: 


I enjoy knowing and meeting people in the community and finding 
their talents that they could possibly share. 


The third most frequently mentioned job aspect identified as a 
source of job satisfaction was the "sense of involvement and contrib- 
ution" derived from the position. It was indicated in approximately 
18 percent of the total responses. A coordinator described: 


I enjoy working with adults to bring them new learning situations 
and to help them expand their knowledge in many different ways. 


The three job aspects described above as contributing to 
overall job satisfaction represent approximately 18 percent of the 17 


job aspects identified by the respondents but over 61 percent of the 


total number of responses. It would appear that the self-determination 


in the hours of work, the people contact, and the personal satisfaction 
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Table 5 


FREQUENCY AND PERCENTAGE DISTRIBUTION OF JOB ASPECTS 
IDENTIFIED AS CONTRIBUTING MOST TO JOB SATISFACTION 


(nis! 132)= 


JOB ASPECTS 


Freedom associated with job 

Contact with people 

Sense of involvement and contribution 
Variety in the job 

Working to help the community 

Support of council 

Availability of supervisory assistance 
Responsibility given the coordinator 
Making use of my abilities 

Excitement of the field of adult education 
Salary 

Administration of salary 

Ease of doing the job 

Personal growth 
Rapport Between hosting council and agencies 
Successful completion of courses 

Support from predecessor 


Totals 


* total number of responses 


FREQUENCY PERCENTAGE 
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derived from providing the services are contributing most as sources 
of overall job satisfaction. 

The frequency and percentage distribution of the job aspects 
seen as contributing most as sources of job dissatisfaction are included 
in Table 6. There were 20 aspects of the coordinators' job that were 
identified as sources of job dissatisfaction which were several more 
than the number of job aspects viewed as contributing to job satis- 
faction. Four respondents indicated that they could not identify any 
aspects of the job which contributed to job dissatisfaction. They 
reported satisfaction with the job in all its aspects. "Inadequate 
salary" was the most frequently mentioned job aspect contributing most 
to dissatisfaction and accounted for 15.18 percent of the total number 
of responses. A coordinator stated: 

I do not like to ask my council to increase my pay although I feel 
I deserve it. Its hard to ask volunteers for a salary even though 
the hours involved are longer than any full-time job I've had. 

The "lack of council support" and "problems in the admini- 
stration of finances" were the next most frequently referred to job 
aspects leading to job dissatisfaction. The two job aspects were 
mentioned equally as job dissatisfiers and in each case represented 
almost 13 percent of the responses. The further education council, 
through its member organizations, is viewed as an important element in 
the provision of coordinated adult education programming in the 
community. The commitment to this end by the councils was questioned 
by a number of respondents and consequently viewed as a source of 
dissatisfaction. The feeling resulted from as one coordinator 
described: 


The lack of willingness of organizations to offer programs. 
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Table 6 


FREQUENCY AND PERCENTAGE DISTRIBUTION OF JOB ASPECTS IDENTIFIED 
AS CONTRIBUTING MOST TO JOB DISSATISFACTION 


(ne= 112)% 


JOB ASPECTS 


Inadequate salary 

Lack of council support 

Problems in the administration of finances 

Effect of job on personal and family life 

Amount of time spent on job 

Attitudes of community 

Lack of workshops for coordinators 

Lack of access to course facilities 

Lack of clarity as to role of coordinator 

Lack of coordinator orientation 

Relationship with designated hosting authority 

Lack of recognition for coordinator efforts 

Relationship with Further Education Services 

Boredom in the job 

Inadequacies in skills to do the job 

Lack of office facilities 

Administrative focus; not getting at community 
problems 

No opportunities for distance learning 

Isolation of community; can't hire instructors 

Instructors overly-dependent on coordinator 


Totals 


* total number of responses 


FREQUENCY 
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Related to this concern was the overall view of the respective roles 
of the coordinator and the members of the council in regards to 
programming. A coordinator expressed dissatisfaction with: 


The willingness of some council members to have me do all of 
their programming for them. 


The "problems in the administration of finances" emerged as a source 
of dissatisfaction from the difficulties encountered at the different 
stages of the administrative process. Policies with respect to the 
specific pre-determined allocation of funds and procedures on how 
financial resourses are to be allocated were the main areas of concern. 
On policy, a coordinator stated: 
I feel I am restrained by our limited budget and would like to see 
our grant monies lumped as I can apply it to the areas I feel it 
is needed the most. 
One coordinator commented as follows on the administrative procedures 


as a source of dissatisfaction: 


The administrative procedures demanded by both Further Education 
Services and the local council are not streamlined. 


The "effect of the job on personal and family life" was the 
fourth most frequently reported job aspect which contributed most as a 
source of job dissatisfaction. Approximately nine percent of the 
responses provided an indication of the intrusion of the job into 
personal and family life. The evening and week-end work were cited as 
the main concerns and as one coordinator described: 


I have to be available to the public at all times during the week. 
I resent people who phone my home on special holidays and Sundays. 


Though the responses identifying the job aspects as resulting 
in dissatisfaction were spread more evenly through a greater number of 
job aspects than the category of satisfaction, it would appear that the 


inadequate salary, the lack of council participation, the problems 
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associated with the administration of the financial resources, and 
the effect of the job on personal and family life are contributing most 


to overall job dissatisfaction. 


Sub-Problem 1.3 

"To what extent are the findings for overall satisfaction and 
dissatisfaction with the job aspects consistent with the dual-factor 
theory of satisfaction developed by Hertzberg, Mausner, and Synderman 


64-9599,24 


An additional analysis of the data which emerged from the 
content analysis of Section G of the questionnaire was undertaken to 
determine the degree to which these findings are consistent with the 
theoretical framework devised by Hertzberg and associates (1959). 

The dual-factor theory (Hertzberg et al. 1959) was based principally 
on the premise that job attitudes could be categorized according to a 
motivator/hygiene dichotomy. Hertzberg et al. (1959:44) determined 
that the motivator variables: achievement, recognition, work itself, 
advancement, and responsibility could result in job satisfaction but 
not dissatisfaction. They also found that the hygiene variables: 
salary, supervision, interpersonal relations, physical working 
conditions, policies and administrative practices, possibility of 
growth, status, personal life, and job security could produce job 
dissatisfaction but not satisfaction. 

To facilitate analysis, the job aspects personally identified 
by the respondents as contributing to job satisfaction and dissatis- 


faction were regrouped as motivator and hygiene variables as described 
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by Hertzberg. There were, however, no job aspects identified by the 
respondents that could be placed with the advancement, status, and 
job security variables and were consequently not used in this study. 

The statistical analysis employed to determine the relationship 
of the study findings with the dual-factor theory involved the 
comparison of the percentage contributions of the job aspects to overall 
satisfaction and dissatisfaction regrouped as motivator and hygiene 
variables. This approach was used, as well, By Armann (1981) who 
examined the job satisfaction of Directors of Nursing. The contribution 
of the job aspects regrouped as motivator variables to overall 
satisfaction and dissatisfaction are reported in Table 7. As motivator 
variables, these job aspects accounted for more than 85 percent of the 
job satisfaction reported and approximately 21 percent of the job 
dissatisfaction. The motivator variables were identified by the 
respondents as sources of satisfaction over four times more often than 
as sources of dissatisfaction. The regrouping of the job aspects as 
hygiene variables and the percentage contribution of the job aspects 
to satisfaction and dissatisfaction are shown in Table 8. The data 
indicates that the respondents identified the hygiene variables as 
sources of dissatisfaction more than five times more often than as 
sources of satisfaction. The job aspects as hygiene variables provided 
for 79.46 percent of the dissatisfaction and 14.40 percent of the 
satisfaction reported. 

It was also observed that in relationship with the motivator and 
hygiene variables the respondents experienced greatest satisfaction with 
the recognition and the responsibilities associated with the job. The 


two variables respectively accounted for 37.12 and 28.03 percent of the 
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Table 7 


PERCENTAGE CONTRIBUTION OF JOB ASPECTS REGROUPED AS MOTIVATOR 
VARIABLES TO OVERALL JOB SATISFACTION AND DISSATISFACTION 


PERCENTAGE 


MOTIVATOR VARIABLES AS SATISFIER AS DISSATISFIER 


Achievement 
Successful completion of courses 0.76 
Ease of doing the job 0.76 
Recognition 
Sense of involvement and contribution 18.18 
Contact with people 18.94 
Lack of recognition for efforts 2.68 
Access to course facilities 4.46 


Work Itself 
Variety in the job 6.82 


Help the community 6282 
Excitement in adult education Ze2t 
Community attitudes 7.14 
Community isolation; can't hire 

instructors 0.89 
Boredom in the job IAT AS, 
Overly-dependent instructors O589 
Technology lacking for distance education 0.89 
Skill inadequacies 179 
Making use of my abilities 3.08 

Responsibility 

Freedom in the job 24,24 
Responsibility given the coordinator cee 
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Table 8 


PERCENTAGE CONTRIBUTION OF JOB ASPECTS REGROUPED AS HYGIENE 
VARIABLES TO OVERALL JOB SATISFACTION AND DISSATISFACTION 


PERCENTAGE 


HYGIENE VARIABLES AS SATISFIER AS DISSATISFIER 


Salary 
Inadequate salary Selo 
Adequate compensation 2a2) 


Supervision 
Relationship with designated hosting 
authority Sh OW 
Relationship with Further Education 


Services 4 : 2,68 
Availability of supervisory assistance GEAg As 


Interpersonal Relations 


Lack of council support 27 OU 
Rapport between council and agencies O26 
Support of council 5.30 
Support from predecessor Or /6 


Working Conditions 
Lack of office facilities Le LS 


Policies and Administrative Practices 
Problems in administration of finances rou 
Administrative focus; not getting at 


community problems 0.89 
Lack of coordinator orientation Sesoy/ 
Amount of time spent on job 7.14 
Lack of coordinator workshops 6.20 
Lack of role clarity for coordinator 4 46 
Administration of salary On16 

Possibility of Growth 
Personal growth 0.76 
Personal Life 
Effect of job on personal and family life 8.93 


Totals 14.40 79.46 
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satisfaction reported. Greatest dissatisfaction was indicated with the 
policies and administrative practices (34.81 percent of the reported 
dissatisfaction), salary (15.18 percent of the reported dissatisfaction), 
and interpersonal relations (12.50 percent of the reported dissatis- 
faction). 

Though the job aspects identified in Sub-Problem 1.2 could not 
be categorized in the advancement, status, and job security variables, 
the results indicated that the study findings were consistent with the 
dual-factor theory. The motivator variables were a source of job 
satisfaction to a large extent and the hygiene variables a source of job 


dissatisfaction. 


Summary 

Problem 1: Overall vob Satisfaction has been examined in 
Section 2. It was measured from the responses to four items in Section B 
of the questionnaire and the open-response item in Section G where the 
respondents were able to personally select aspects of the job as sources 
of satisfaction and dissatisfaction. In addition, the job aspects 
identified by the respondents were regrouped as motivator and hygiene 
variables to determine the congruency of the results with the dual«factor 
theory (Hertzberg et al., 1959). 

The respondents reported moderate overall job satisfaction in 
relation to the response categories employed in the four items measuring 
overall satisfaction. The greatest percentage of respondents, 97.1 
percent, experienced overall satisfaction with the effectiveness of the 
council in meeting the adult education needs of the community. Slightly 


below 90 percent of the respondents indicated, in each case, overall 
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satisfaction with the social relationships in the work and the chance 
to do something that makes use of one's abilities. The smallest 
percentage of respondents, 89.6 percent, reported overall satisfaction 
with the item specifically measuring feelings towards the job in all 
its aspects. 

Three job aspects out of a total of 17 identified by the 
respondents accounted for more than 60 percent of the responses 
indicating the aspects of the job as sources of satisfaction. The 
freedom and flexibility associated with the job contributed the most to 
overall satisfaction with over 24 percent of the responses. The aspects 
of the coordinators' job which provided contact with people and the 
sense of involvement and contribution were viewed as significant sources 
of satisfaction with each respectively associated with 18.94 and 18.18 
percent of the total responses. 

Overall job dissatisfaction was most related to the inadequate 
salary paid to the coordinators with over 15 percent of the responses 
addressing this aspect of the job. The lack of council support and the 
problems associated with the administration of finances were viewed as 
other important aspects of the job leading to job dissatisfaction. Each 
of these job aspects accounted for 12.50 percent of the total responses. 

The findings from the regrouping of the job aspects as motivator 
and hygiene variables were generally consistent with the dual-factor 
theory of satisfaction. The job aspects as motivator variables contri- 
buted more than four times as much to overall satisfaction than 
dissatisfaction. The hygiene variables accounted for over 79 percent of 
the reported dissatisfaction in comparison with 14.40 percent of the job 


satisfaction, or contributed approximately five times more often to 
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dissatisfaction than satisfaction. The motivator variables generally 
behaved as satisfiers and the hygiene variables as dissatisfiers which 
were consistent with and supportive of the dual-factor theory as 


developed by Hertzberg et al. (1959). 


SECTION 3 


PROBLEM 2: FACET SATISFACTION AND IMPORTANCE 


Section 3 provides the findings on the job facets which are 
identified as contributing most to job satisfaction and to job 
dissatisfaction. In addition, it will report on the job facets which 
are considered as most important to the feeling of job satisfaction. 

The responses to the items contained in Section C: Working 
Conditions, Section D: Council-Related Matters, Section E: Further 
Education Services-Related Matters, and Section F: Occupation-Related 
Matters provided the data for the analysis of item satisfaction and 


importance. 


sub=Problem 2.1 
"Which job facets are identified by the coordinators as 


contributing most to the feeling of job satisfaction?" 


To facilitate the analysis of the job facets which contribute 
most to job satisfaction, the response categories for the 32 facet 
items were collapsed into a "satisfaction/dissatisfaction" scale. 
The determination of satisfaction to a facet item involved the collapsing 


of the response categories indicating slight satisfaction, moderate 
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satisfaction, and high satisfaction. The facet items with which at 
least 90 percent of the respondents indicated satisfaction are reported 
in Table 9. The items are ranked according to the mean satisfaction 
ratings obtained. The facet items associated with the four highest mean 
satisfaction ratings obtained involve those facets of the job that 
relate to the further education council. The highest mean satisfaction 
rating emerged from the freedom to seek out new ideas and to introduce 
them to the council. The relationship with members of council obtained 
the second highest mean satisfaction level and was associated with the 
highest percentage of respondents indicating satisfaction. Almost 

99 percent of the respondents indicated satisfaction with this facet 
item. The facet items with the third and fourth highest mean satis- 
faction levels focused on the councils' willingness to accept 
coordinator—initiated innovations and the involvement of the coordinator 


in council decision-making. 


Sub-Problem 2.2 
"Which job facets are identified by the coordinators as 


contributing most to the feeling of job dissatisfaction?" 


The assessment of the job facets which were reported to contri- 
bute the most to job dissatisfaction required the collapsing of the 
response categories associated with the ratings of slight dissatis- 
faction, moderate dissatisfaction, and high dissatisfaction. Table 10 
presents the facet items with which more than 20 percent of the 
respondents reported dissatisfaction. The items are ranked from the 


highest level of dissatisfaction reported and in the ascending order of | 
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Table 9 


ITEMS FOR WHICH THE HIGHEST PERCENTAGE OF SATISFACTION WERE OBTAINED 


JOB EACET ITEM 

Freedom to seek out new ideas and introduce 
them to council 

Relationship with members of council 


Willingness of council to accept coordinator- 
initiated innovations 


Involvement in council decision-making 
Responsibility associated with position 
Physical working conditions 

Sense of accomplishment 


Accountability for success of programs 


(1) * Ranked according to mean values. 


(2) Items with at least 90 percent of respondents reporting 


satisfaction are reported. 


PERCENTAGE 
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Table 10 


ITEMS FOR WHICH THE HIGHEST PERCENTAGE OF DISSATISFACTION WERE OBTAINED 


JOB FACET ITEM 


Way salary is determined 

Access to clerical personnel for assistance 
Salary received 

Level of resource allocations 


Opportunities for professional development and 
inservice education 


Recognition given coordinator by other 
professions 


Community facilities for fine arts, recreation 
Effect of job on personal and family life 
Number of hours expected to work 


Access to program facilities and equipment 


(1) *Ranked according to mean values. 


(2) Items with at least 20 percent of respondents reporting 


dissatisfaction are reported. 
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mean satisfaction levels. Most dissatisfaction was indicated with the 
way that salary is determined. The item achieved a mean satisfaction 
level of 3.78 and was seen by 33.8 percent of the respondents as 
contributing most to dissatisfaction. The second highest level of 
dissatisfaction was related to the access to clerical personnel to 
provide assistance to the coordinator. The salary received was the 
next item in order as contributing most to job dissatisfaction. 
Matters involving salary, the level and the process involved in its 
determination, appear to be seen as major contributors to job 


dissatisfaction. 


Sub-Problem 2.3 
"Which job facets are identified by the coordinators as being 


most important to the feeling of job satisfaction?" 


A further analysis of the 32 facet items was undertaken to 
determine the importance attached to each facet item to the feeling of 
job satisfaction. Table 11 provides the facet items which were 
associated with mean importance levels greater than 4.0. This indicates 
that the facet items reported are, in relationship to the response 
categories employed, considered to be very important to the feeling of 
job satisfaction. According to the mean importance values obtained, 
the three job facets reported as being the most important to the feeling 
of job satisfaction were associated with council-related activities. 

The relationship with members of the council was considered to be the 
most important job facet and was accompanied with a mean importance 


rating of 4.43. The next most important job facet was indicated to be 
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Table 11 


ITEMS FOR WHICH THE HIGHEST MEAN VALUES OF IMPORTANCE WERE OBTAINED 


JOB FACET ITEM 


Relationship with members of council 
Freedom to seek out new ideas and introduce them to council 


Willingness of council to accept coordinator~initiated 
innovations 


Sense of accomplishment 

Access to program facilities and equipment 

Experience with community attitudes to adult education 
Level of resource allocations 

Responsibility associated with position 

Availability of useful advice to assist with problems 
Council expectations of the coordinator 

Effect of job on personal and family life 


Involvement in council decision-making 


Items with mean importance levels greater than 4.0 are reported. 
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the freedom to seek out and introduce new ideas to the council. The 
willingness of the council to accept coordinator-initiated innovations 
was reported to be the third most important job facet to the feeling of 
job satisfaction and was associated with a mean importance rating of 


biol 


Summary 

Section 3 has provided the analysis of the data relevant to 
Problem 2: Facet Satisfaction and Importance. To facilitate the 
analysis of the 32 job facet items contained in Sections C,D,E, and F 
of the questionnaire in terms of the contribution of each item to 
feelings of job satisfaction and dissatisfaction, the response 
categories were collapsed into a dichotomous "satisfaction/dissatis- 
faction” scale. In addition, the importance of the job facets to 
feelings of job satisfaction was reported. 

The three facet items that the respondents identified as 
contributing most to job satisfaction focused on the activities 
involving the further education council. At the same time, the respond- 
ents indicated that the three most important job facets to feelings of 
satisfaction were associated with council-related activities. The 
relationship with members of the council, the freedom to seek out and 
introduce new ideas to the council, and the willingness of the council 


to accept coordinator-initiated innovations were the job facets 


identified as contributing most to job satisfaction and as most important 


to feelings of job satisfaction. 
An examination of the facet items contributing most to feelings 


of job dissatisfaction revealed that matters involving salary were 
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reported to be the sources of most dissatisfaction. The amount of 
salary received and the way that salary is determined were two of the 


three job facets indicated as contributing most to job dissatisfaction. 


SECTION 4 


PROBLEM 3: OVERALL JOB SATISFACTION AND COORDINATOR CHARACTERISTICS 


This section of the chapter on data analysis reports on the 
differences between groups to the level of overall job satisfaction 
indicated on Item 4, Section B of the questionnaire. The investigation 
will examine the differences between groups categorized according to the 
personal-social, professional, and organizational characteristics of the 
respondents on overall job satisfaction. 

Analysis of variance was employed to determine which groups, 
categorized on the basis of the coordinator characteristics, reported 
statistically significant overall job satisfaction. Tables 12 to 26 
contain the results of the analysis of variance and are reported 


adjacent to the discussion of each variable. 


Sub=—Problem 3.1 

"To what extent are differences in the level of overall job 
satisfaction between sub-groups of respondents associated with the 
personal-social characteristics: sex, age, other employment, 


population of community, location by region?" 


Sex: Table 12. Analysis of variance indicated no significant 


differences between males and females on overall job satisfaction. 
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Age: Table 13. No statistically significant differences on 
overall job satisfaction were determined by the analysis of variance 


between groups categorized by age. 


Other employment: Table 14. Analysis of variance indicated 
no significant differences on overall job satisfaction between groups 


categorized on the basis of whether other employment was held. 


Population of community: Table 15. With respect to the 


population of the community, the F value of 1.38 with an associated 
probability of 0.26 indicated that there were no significant 
differences on overall job satisfaction between the population categories 


employed in the study. 


Location by region: Table 16. No statistically significant 
differences on overall job satisfaction were indicated by the analysis 
of variance between groups classified according to the location of the 


council in one of the five regions in the province. 


Sub-Problem 3.2 

"To what extent are differences in the level of overall job 
satisfaction between sub-groups of respondents associated with the 
professional characteristics: coordinator experience, administrative 
experience, level of schooling, attendance at professional development/ 
continuing education activities, membership and participation in 


community organizations?” 


wo seorswetirh ieaeeals 


somsinev io ekeyis in wits “ herr ins 


ai nokiosterise as 


° 


, - ; Ae 
yeces sovantiemes tenifearissos tee 


Leg, 


“I otew esods Saris 


ried cottostekine dot 


— — , i sty wth, 
nshriicdes!T 20 eguyia-s 
aa 


4 
=) 


$s sonshnette genilooice to: lived: 
TOK -eealtivitos MOLT! EOE D 


"TBO a saint xt 


73 


Coordinator éxperience: Table 17. Analysis of variance 


indicated no significant differences on overall job satisfaction 


between groups based on the years of experience as a coordinator. 


Administrative experience: |Table 18. Analysis of variance on 


overall job satisfaction indicated no significant differences between 
the means for groups categorized according to the years of admini- 


strative experience in educational settings. 


Level of schooling: Table 19. With respect to the level of 
schooling, the F value of 2.37 with an associated probability of .08 
indicated that there were no significant differences on overall job 


satisfaction between groups. 


Attendance at professional development/continuing education 


activities: Table 20. No significant differences on overall job 
satisfaction were indicated by the analysis of variance between groups 
based on the number of professional development/continuing education 


activities attended. 


Membership and participation in community organizations: 
Table 21. Analysis of variance indicated no significant differences 
on overall job satisfaction between groups classified by the number of 


organizations with coordinator membership and participation. 
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Sub-Problem 3.3 

"To what extent are differences in the level of overall job 
satisfaction between sub-groups of respondents associated with the 
organizational characteristics: primary area of involvement, hours 
per week employed as a coordinator, salary level, type of designated 


local hosting authority?" 


Primary area of involvement; hours per week on administrative 


activities: Table 22. There were no significant differences on 
overall job satisfaction determined by the analysis of variance 
between groups categorized by the number of hours per week devoted to 


the administrative functions of the job. 


Primary area of involvement; hours per week on leadership 
activities: Table 23. With respect to the number of hours per week 


spent on the leadership functions of the job, no statistically 
significant differences were indicated by the analysis of variance 


between groups on overall job satisfaction. 


Hours per week paid as coordinator: Table 24. Analysis of 
variance on overall job satisfaction indicated no significant 
differences between groups classified according to number of hours per 


week paid as coordinators. 


Salary level: Table 25. No significant differences on overall 
job satisfaction were indicated by the analysis of variance between 


groups categorized on the basis of annual salary level. 
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Type of designated local hosting authority: Table 26. With 
respect to the type of designated local hosting authority, the two-tail 
probability of .001 of obtaining a T value of -3.70 indicated a 
significant difference on overall job satisfaction occurred between the 
means of the groups identified as school authorities or postsecondary 
institutions. It was revealed that the postsecondary institutions’ 
mean score of 5.50 was significantly different than the mean score of 
4.71 associated with the school authorities. This indicated that the 
respondents with postsecondary institutions as designated local hosting 
authorities were significantly more satisfied with their job in all its 
aspects than were the respondents with school authorities as designated 


local hosting authorities. 


Summary 

Analysis of the differences between groups on overall job 
satisfaction revealed that significant differences in satisfaction with 
the job in all its aspects were associated with only the type of 
designated local hosting authority. It was indicated that coordinators 
with school authorities as designated local hosting authorities 
experienced significantly less overall job satisfaction than coordin- 
ators with postsecondary institutions as designated local hosting 


authorities. 
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SECTION 5 
PROBLEM 4: SATISFACTION AND JOB FACTORS 


Section 5 reports on the findings of the factor analysis of the 


32 job facet items. Factor analysis was undertaken for the pool of 32 
items in order to reduce the number of items into fewer, more easily 
interpretable factors underlying the concept of job satisfaction. 
To determine the commonality between the job facet items, a factor 
analysis using varimax rotation was performed. The procedure of using 
weighted satisfaction measures for each job facet was adapted from 
Onucha's (1980) study. This required the multiplication of the 
respondents! rating of satisfaction by the respondents' rating of the 
importance of the job facet to satisfaction. 

In addition, stepwise multiple regression was applied to the 
data to determine which of the job factors, as predictor variables, 
was associated with the greatest percentage of the total variance in 


overall job satisfaction. 


Sub=Problem 4.1 
"Which job factors contribute to coordinators! overall job 


satisfaction?" 


A factor analysis of the weighted satisfaction measures 
provided a seven factor solution which gave the greatest degree of 


meaning. Job factors were identified by the facet items which were 


associated with loading values of .40 or greater. The seven job factors, 


the percentage of the variance accounted for by each factor, and the 
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facet items associated with each factor with loading values of .40 or 
greater are reported in Table 27. The seven factor solution accounted 
for 67.7 percent of the total variance. One facet item, your involve- 
ment in council decision-making, loaded on three factors. It was 
determined that five facet items loaded on two factors and were as 
follows: way in which consultation with the designated local hosting 
authority concerning working conditions is conducted; responsibility 
associated with position; your accountability for success of programs; 
level of resource allocations; and the authority associated with the 
position. One facet item, council expectations of you as a coordinator, 
did not load at the .40 level on any of the factors. 

‘The descriptions of the seven job factors are as follows: 

Factor 1: Liaison with Council. The liaison with council refers 
to the interaction between the coordinator and the further education 
council. The responsibilities provided to and the acceptance of the 
capabilities of the coordinator by the council are influential to the 


relationship between the coordinator and the council. 


Factor 2: Liaison with Further Education Services. This 
describes the interface between the coordinator and Further Education 
Services. The degree of interest and appreciation shown by central 
office to the difficulties encountered in the field, to a large degree, 


determine the reported relationship with Further Education Services. 


Factor 3: Working Conditions. The working conditions for the 
coordinator are characterized by the salary considerations, the number 


of hours expected to work, and the time devoted to the operational/ 
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SUMMARY OF FACTORS EXTRACTED FROM FACTOR ANALYSIS 


FACTOR 


1. iaison with 
Council 


Tabieun/ 


JOB FACET ITEMS+ 


Freedom to introduce new 
ideas to council 


Willingness of council to 
accept coordinator ideas 


Relationship with members of 
council 


Authority over budget 
preparation 


Sense of accomplishment 


Accountability for success 
of programs 


Involvement in council 
decision-making 


Physical working conditions 


Responsibility associated 
with position 


LOADING 
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Liaison with 


Education 


Table 27 (Continued) 


JOB FACET ITEMS 


Relationships with Further 
Education Services 


Way policies of Further 
Education Services are put 
into practice 


Level of resource allocations 


ob on personal or 


Availability of useful advice 


Opportunities for profess- 
ional development 


Authority associated with 
position 


Salary received 
Wey salary is determined 


Number of hours expected to 
work 


Portion of time devoted to 
operational duties 


+ 


Level of resource allocations 
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4, Recognition 


Table 27 (Continued) 


JOB FACET ITEM 


Recognition by other 
professions 


Social position in community 
Feeling of job security 
Recognition by others 
Consultation with designated 
hosting authority regarding 


working conditions 


Authority associated with 
position 


LOADING 


PERCENTAGE 


ee ee ee ee ee 


5. Coordinator- 
Community Work 
Involvement 


Access to program facilities 
and equipment 


Community attitudes to adult 
education 


Accountability for success of 


programs 


Involvement in council 
decision-making 


Evaluation by designated 
hosting authority 


Sense of accomplishment 
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Table 27 (Continued) 


PERCENTAGE 
FACTOR JOB FACET, 27EMS LOADING OF 
VARIANCE 
6. Work Demands Responsibility associated 3.8 
with position ~05 
Facilities for recreation and 
leisure ~60 
Variety of tasks 250 
Involvement in council 
decision-making 49 
7. Liaison with Consultation with designated he 
Designated hosting authority regarding 
Local Hosting working conditions 47 
Authority 
Access to clerical personnel 
for assistance gS 
+ Items reported are associated with loading values of .40 or 


greater, 


* Total variance of seven factors = 67.7 percent. 
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administrative aspects of the job. In addition, the level of resource 
allocations is included in this factor to the extent that it enables 


the developmental work of adult education activities in the community. 


Factor 4: Recognition. The recognition of the coordinator is 
related to and a function of the acceptance shown the coordinator. 
It is the status that is achieved through one's work with peers, 


superiors, other professions, and the community. 


Factor 5: Coordinator-Community Work Involvement. This 
describes the interaction in the work mileau between the coordinator 
and the community. The fostering of a positive relationship with the 
community is an important aspect of the position and the degree to which 
it is attained is employed as a measure of success in the work. The 
relationship with the community is reflected by the attitudes of the 
community towards adult education, the accessibility to program 
facilities, the successful completion of courses, the involvement in 
council decision-making, and the sense of accomplishment felt by the 


coordinator. 


Factor 6: Work Demands. The work demands of the coordinators' 
position are associated with the nature of the job that is performed. 
It relates to the coordinators’ view of the responsibilities and the 
variety in task demands which characterize the position. In addition, 
the work demands influence concerns with respect to the availability of 


appropriate facilities for leisure and recreational use. 
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Factor 7: Liaison with Designated Local Hosting Authority. 
This refers to the interaction in the work environment between the 
coordinator and the designated local hosting authority. The relation- 
ship is influential on the working conditions for the coordinator and 


the availability of clerical personnel to provide assistance. 


Sub-Problem 4.2 
"Which job factors are the best predictors of overall job 


SaAtistacrion:" 


The factor analysis of the weighted satisfaction measures 
associated with the 32 job facet items resulted in a seven factor 
solution. The seven factors were identified as the Liaison with 
Council, Liaison with Further Education Services, Working Conditions, 
Recognition, Coordinator-Community Work Involvement, Work Demands, and 
Liaison with the Designated Local Hosting Authority. The stepwise 
multiple regression procedure was next employed to determine which of 
the seven variables would provide the best prediction of the criterion 
variable, overall job satisfaction. Table 28 reports on the results 
of the analysis through multiple regression. The table contains the 
criterion variable, the seven predictor variables, the significance 


associated with the predictor variables, and the individual and 


cumulative percentage of variance in overall job satisfaction accounted 


for by each predictor variable. 
As indicated in Table 28, the best predictor of overall job 
satisfaction was the variable, Coordinator-Community Work Involvement. 


However, the percentage of variance in overall job satisfaction 
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accounted for by the variahle was only 3.11 percent. The seven 
variables collectively were associated with only 5.86 percent of the 
variance and none were indicated to be significant predictors of 
overall job satisfaction. Though not significant the predictor 
variables, Liaison with Council and Liaison with Further Education 
Services, respectively accounted for 1.07 percent and 0.52 percent of 


the variance in overall job satisfaction. 


Summary 

Problem 4 related to the identification of the job factors 
contributing to the overall job satisfaction of the coordinators and 
the determination of the job factors providing the best prediction of 
overall job satisfaction. The factor analysis procedure provided 
seven job factors and were identified by the job facet items with 
loading values of .40 or greater. The seven factors were Liaison with 
Council, Liaison with Further Education Services, Working Conditions, 
Recognition, Coordinator-Community Work Involvement, Work Demands, and 
Liaison with Designated Local Hosting Authority. A stepwise multiple 
regression analysis indicated that the combination of the seven job 
factors accounted for only 5.86 percent of the variance in overall job 
satisfaction. The best predictor of overall job satisfaction was 
determined to be the factor, Coordinator-Community Work Involvement, 
which accounted for 3.11 percent of the variance. The analysis also 
revealed that none of the factors were significant predictors of 


overall job satisfaction. 
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SECTION 6 


PROBLEM 5: SATISFACTION FACTORS AND COORDINATOR CHARACTERISTICS 


The last section in the chapter on data analysis addresses 
problem statement 5 and reports on the degree to which the level of 
coordinator satisfaction with the job factors is associated with 
differences between groups categorized according to the personal- 
social, professional, and organizational characteristics of the 
coordinators. The investigation is based on the seven job factors 
that emerged from the factor analysis of the 32 weighted job facet 
items. Analysis of variance, T Test for two groups and F Test for 
three or more groups, was employed to compare the mean scores assoc- 
iated with the different oroups Significance between mean levels was 
established at .05 level of probability. In addition, the Scheffe 
procedure was used in conjunction with the F Test to determine the 


groups with statistically significant mean values at the .10 level. 


Sub-Problem 5.1 

"To what extent are differences in the level of satisfaction 
felt by coordinators towards job factors associated with the personal- 
social characteristics: sex, age, other employment, population of 


community, location by region?" 


Table 29 reports the results of the analysis of variance 
between groups classified by the personal-social characteristics on 
satisfaction with the seven job factors. 


Sex. Analysis of variance indicated no significant differences ~ 
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on satisfaction with the seven job factors between males and females. 


Age. No statistically significant differences on satisfaction 
with the job factors were determined with the analysis of variance 


between groups classified according to age. 


Other employment. In terms of whether other employment was 
held, no significant differences were indicated between groups on 


satisfaction with the seven factors. 


Population of community. Analysis of the data revealed no 
significant differences between groups of respondents classified on 
the basis of the population of their communities on satisfaction with 


the job factors. 


Location by region. No statistically significant differences 
on satisfaction with the job factors were indicated by the analysis of 
variance between groups classified according to the location by region 


of the council. 


Sub-Problem 5.2 

"To what extent are differences in the level of satisfaction 
felt by coordinators towards job factors associated with the profess- 
ional characteristics: coordinator experience, administrative 
experience, level of schooling, attendance at professional development/ 
continuing education activities, membership and participation in 


community organizations?" 


sits no Beat ocrerne hy Sno 


Siveey Yo ataylens set site 


+SRE 


wr} 2 Y 4 
dow SS & * 
. i a* 
fy t 7 a r + 
3 De aihat 
ye 4 “~ 
» 
b- 
« 
ete 
_ 4 
oles 
‘ ole 
7, 


rape sit of nritbrooos DerlleeaklS eqvow®, 


2 "= —_ - —_ =. ft. = . i ‘ 
SeTE(DUses Bs ICTSEi oT 2a Savoy Sitar ari eh sd 


. 
> 
7 7 Fi 


“iumbe ,aomsiveqes cadetibscoo -:aott 1 
| wi 
fecnienstony Ts : atts .piifcaing to Level! «eee 


tives iis gidevedmedt peaitivisos nay 


webs 2A es ae 


i ug 


oS) 


The results of the analysis of variance between groups 
classified according to the professional characteristics on satis- 
faction with the job factors are provided in Table 30. 

Coordinator experience. Analysis of variance indicated no 
significant differences on satisfaction with the seven job factors 


between groups classified by the years of experience as a coordinator. 


Administrative experience in an educational setting. 


Statistically significant differences were found for one of the seven 
job factors between groups categorized on the basis of the years of 
administrative experience in educational settings. The data provided 
in Table 30 indicates that with a probability level of .05 respondents 
with one year or less administrative experience were significantly more 
satisfied with Working Conditions than were respondents with five to 


seven years of administrative experience in educational settings. 


Level of schooling. There were no significant differences on 
satisfaction with the job factors between groups classified according 


to the highest level of schooling attained. 


Attendance at professional development/continuing education 
activities. Analysis of data indicated that no significant differences 
existed on satisfaction with the job factors between groups classified 
by the number of professional development/continuing education 


activities attended in the previous year. 
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Membership and participation in community organizations. With 
respect to the number of community organizations with coordinator 
membership and participation, two job factors were found on which there 
were statistically significant differences between the means of the 
groups. An examination of Table 30 indicated that significant 
differences between groups were found for Work Demands and Liaison with 
Designated Local Hosting Authority. The job factor, Work Demands, was 
associated with a significant probability level of .03. An inspection 
of the mean scores revealed that the mean of respondents who indicated 
membership and participation in four to six community organizations was 
significantly higher than the mean for respondents with membership and 
participation in seven or more community organizations. Thus, coordin- 
ators with membership and participation in four to six community 
organizations were more satisfied with Work Demands than were coordin- 
ators with membership and participation in seven or more community 
organizations. 

However, with Liaison with Designated Local Hosting Authority 
which was associated with a probability level of .02, an examination 
of the means of the groups indicated that the mean level for the 
group with membership and participation in four to six organizations 
was significantly different to the mean scores with the groups 
indicating one to three and seven or more organizations. Therefore, 
coordinators with membership in and commitment to four to six 
community organizations were significantly more satisfied with 
Liaison with Designated Local Hosting Authority than were the groups 


associated with one to three and seven or more community organizations. 
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Sub-Problem 5.3 

"To what extent are differences in the level of satisfaction 
felt by coordinators towards job factors associated with the organi- 
zational characteristics: primary area of involvement, hours per week 
employed as a coordinator, salary level, type of designated local 


hosting authority?" 


Table 31 reports the results of the analysis of variance between 
groups Classified according to the organizational characteristics on 
satisfaction with the seven job factors. 

Primary area of involvement; hours per week on administrative 
activities. Analysis of variance between groups categorized on the 
basis of hours per week devoted to administrative tasks revealed no 


Significant differences on satisfaction with the job factors. 


Primary area of involvement; hours per week on leadership 


activities. There were no significant differences on satisfaction with 
the job factors between groups classified according to the hours per 


week devoted to leadership tasks. 


Hours per week paid as coordinator. With respect to the hours 


per week paid as coordinator, no statistically significant differences 
were found by the analysis of variance between groups on satisfaction 


with the job factors. 


Salary level. Analysis of data revealed no significant differ- 


ences on satisfaction with the job factors between groups classified on - 
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the basis of annual salary. 


Type of designated local hosting authority. Two groups were 


formed comprising those respondents who indicated their designated local 
hosting authority to be a school authority or a postsecondary institution 
authority. Analysis of variance between the two groups revealed no 


significant differences on satisfaction with the seven job factors. 


Summary 

Section 6 of the data analysis chapter examined the extent to 
which the level of coordinator satisfaction with the job factors was 
associated with the differences between groups formed on the basis of 
the personal-social, professional, and organizational characteristics 
of the coordinators. The seven job factors, determined through the 
factor analysis of the 32 weighted job facet items, were identified as 
Liaison with Council, Liaison with Further Education Services, Working 
Conditions, Recognition, Coordinator-Community Work Involvement, Work 
Demands, and Liaison with Designated Local Hosting Authority. The 
analysis of variance procedure was employed to test the significance 
of observed mean differences between groups on satisfaction with the 
job factors. 

On the personal-social characteristics of the coordinators, the 
analysis of variance procedure revealed no significant differences on 
satisfaction with the job factors between groups associated with the 
five variables in this category. That is, in terms of sex, age, whether 
other employment was held, population of community, and location by 


region it was concluded that there were no significant differences on 
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satisfaction with the seven job factors between groups. 

With respect to the professional characteristics of the coordin- 
ators, it was found that significant differences on satisfaction existed 
with Working Conditions, Work Demands, and Liaison with Designated Local 
Hosting Authority. The differences on satisfaction with Working 
Conditions were determined to be related to the years of administrative 
experience in educational settings. It was found that the group of 
coordinators with a year or less of administrative experience was more 
satisfied with this factor than was the group with five to seven years 
of administrative experience in educational settings. The variable, 
number of community organizations with coordinator membership and 
participation, was indicated to be associated with the differences on 
satisfaction with Work Demands and Liaison with Designated Local Hosting 
Authority. The group of coordinators with membership and participation 
in four to six community organizations was significantly more satisfied 
with Work Demands than the group with attachments to seven or more 
community organizations. The group comprised of coordinators with 
membership and participation in four to six community organizations was 
also more satisfied with Liaison with Designated Local Hosting Authority. 
In this case, the group was more satisfied with the factor than the other 
two groups associated with one to three and seven or more community 
organizations. There were no significant differences on satisfaction 
with the job factors between groups classified by the professional 
variables: years of coordinator experience, level of schooling, and 
number of professional development/continuing education activities 
attended. 


There were no significant differences on satisfaction with the 
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seven job factors found between groups associated with the organizational 
characteristics of the coordinators. Thus, there were no significant 
differences in the level of satisfaction to the factors related to the 
hours per week spent on administrative tasks, the hours per week devoted 
to the leadership tasks, the hours per week employed as a coordinator, 


the annual salary, and the type of designated local hosting authority. 
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CHAPTER V 


SUMMARY, CONCLUSIONS, AND IMPLICATIONS 


The final chapter contains a summary of the study relative to 
its purpose, instrumentation and research methodology, and major 
findings. In addition, the conclusions which emerged from the study 


findings and the implications of the study are provided. 


SUMMARY 


Purpose 


The purpose of the study was to examine the extent to which 
further education coordinators in Alberta experienced job satisfaction. 
The intent, in this regard, was to investigate the overall job 
satisfaction of the coordinators and to identify the facets of the job 
that contributed to job satisfaction and dissatisfaction. In addition, 
the importance of the job facets to job satisfaction was also assessed. 
The measurement of overall job satisfaction included an open-response 
questionnaire item which provided the respondents the opportunity to 
personally identify aspects of the job contributing to overall job 
satisfaction and dissatisfaction. The results of the content analysis 
were examined in relation to an existing theoretical framework for job 
satisfaction. A further objective of the study was to investigate the 
relationships among overall job satisfaction, satisfaction with groups 


of job facets, and the individual characteristics of the respondents. 
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A review of the literature revealed that much of the research 
in job satisfaction focused on workers from industrial, business, and 
educational (elementary and secondary) environments. Aside from some 
research activity in the study of job satisfaction with personnel from 
postsecondary institutions, there was revealed to be a notable lack of 
relevant research with adult educators. Given the phenomenal growth 
of adult education as a field of practice and the general paucity of 
research in the field, it was deemed relevant and appropriate to study 


the further education coordinators. 


Instrumentation 

The questionnaire, Sources of Job Satisfaction for Further 
Education Coordinators, was used for the collection of data and was 
developed with adaptations to instrumentation employed in previous 
research by Holdaway (1978) and Rice (1978). They respectively 
examined the job satisfaction of school teachers and school principals 
in Alberta. The following briefly describes the format of the 
questionnaire. 

Section A sought demographic data relevant to the personal- 
social, professional, and organizational characteristics of the 
coordinators: sex, age, other employment, population of community, 
location by region, coordinator experience, administrative experience, 
level of schooling, attendance at professional development/continuing 
education activities, membership and participation in community 
organization, primary area of involvement, hours per week employed as 
coordinator, salary level, and type of designated local hosting 


authority. 
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Section B sought to determine the level of overall job 
satisfaction experienced by the coordinators through the rating of 
four items. 

Sections C, D, E, and F were designed to elicit ratings of 
satisfaction and importance to the 32 job facet items which were 
considered to be characteristic of the coordinators’ position. 

Section G sought the respondents! own view with respect to the 
aspects of the job judged as contributing to overall job satisfaction 


and dissatisfaction. 


Research Methodology 

The questionnaire was pilot tested with a group of further 
education coordinators and reviewed by graduate students in educational 
administration as well as a former manager with Alberta Advanced 
Education and Manpower. The instrument, with appropriate revisions, 
was mailed to 74 coordinators in the province with stamped and self- 
addressed return envelopes. The names and addresses of the coordinators 
were obtained from Further Education Services, Alberta Advanced Education 
and Manpower. Sixty-five returns were received with one unuseable, 


representing a useable return rate of 86.49 percent. 


Data Analysis 

Appropriate statistical tests were required to determine the 
level of satisfaction and the differences between groups based on the 
demographic variables on the satisfaction ratings. Statistical 
procedures were used to determine frequency and percentage distributions 


of responses, mean scores, standard deviations, analysis of variance, 
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and probability. Analysis of variance was employed to indicate 
significant differences in the mean levels between groups. The Scheffe 
multiple comparison of means analysis was used to identify the groups 
with significantly different mean levels and employed where the 
previously determined F value indicated significance at the .05 level 
of probability. Factor analysis was used to determine common themes in 
the responses to the job facet items. The multiple regression analysis 
was employed to identify which predictor variable would provide the best 


prediction of the criterion variable, overall job satisfaction. 


Review of Findings 
The findings from each of the five problems investigated in the 


study are summarized in the following section. 


Problem 1: Overall Job Satisfaction 
Sub-Problem 1.1. To what extent do further education coordin- 


ators experience overall job satisfaction? 


Four items were employed to measure the overall job satisfaction 
of the respondents. The percentage of respondents who indicated 
satisfaction with the four items ranged from 89.6 percent to 97.1 
percent. The obtained mean scores associated with each of the items 
indicated that the respondents were moderately satisfied with the job in 
all its aspects. The overall rating was determined in relationship with 


the response categories associated with the four items. 
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Sub=Problem 1.2. Which job aspects are selected by coordinators 
as contributing the most as sources of overall job satisfaction and 


dissatisfaction? 


Section G of the questionnaire provided the opportunity for 
respondents to personally identify aspects of the job that contributed 
to overall job satisfaction and dissatisfaction. 

The respondents identified 17 job aspects as contributing to 
overall satisfaction, however, three of these job aspects were found to 
represent over 61 percent of the total number of responses. The three 
most frequently mentioned job aspects contributing to overall satis- 
faction were: freedom associated with the job (24.24 percent of 
responses), contact with people (18.94 percent of responses), and sense 
of involvement and contribution (18.18 percent of responses). 

Twenty job aspects were identified as contributing to overall 
job dissatisfaction. The four most commonly identified job aspects 
contributing to overall dissatisfaction were as follows: inadequate 
salary (15.18 percent of responses), lack of council support 
(12.50 percent of responses), problems in the administration of finances 
(12.50 percent of responses), and effect of job on personal and family 


life (8.93 percent of responses). 


Sub-Problem 1.3. To what extent are the findings for overall 
satisfaction and dissatisfaction with the job aspects consistent with the 
dual-factor theory of satisfaction developed by Hertzberg, Mausner, and 


Synderman (1959)? 
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To facilitate the comparison of the study results with the 
dual-factor theory of satisfaction, the open-response answers were 
regrouped as motivator and hygiene variables. It was revealed that the 
job aspects as motivator variables contributed more to overall job 
satisfaction than dissatisfaction, and as hygiene variables contributed 
more to overall job dissatisfaction than satisfaction. The results were 
found to be generally consistent with the dual-factor theory of satis- 
faction as developed by Hertzberg and associates (1959). 

It was also observed that in terms of the motivator and hygiene 
variables, the respondents experienced most satisfaction with the 
recognition and responsibilities associated with the job. Dissatis- 
faction was most related to policies and administrative practices, 


salary, and interpersonal relations. 


Problem 2: Facet Satisfaction and Importance 
Sub-Problem 2.1. Which job facets are identified by the 


coordinators as contributing most to the feeling of job satisfaction? 


Over 90 percent of the respondents reported satisfaction with 
eight facet items. The four items with which the respondents indicated 
the most satisfaction were associated with the council. Ranked 
according to the mean scores obtained, the respondents were most satis- 
fied with: the freedom to seek out new ideas and introduce them to the 
council, the relationship with members of the council, the willingness 
of the council to accept coordinator-initiated innovations, and the 


involvement in council decision-making. 
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Sub-Problem 2.2. Which job facets are identified by the 


coordinators as contributing most to the feeling of job dissatisfaction? 


Over 20 percent of the respondents indicated dissatisfaction 
on ten items. Ranked according to the mean scores, the four items that 
were associated with the greatest dissatisfaction were: the way salary 
is determined, the access to clerical personnel for assistance, the 


salary received, and the level of resource allocations. 


Sub-Problem 2.3. Which job facets are identified by the 


coordinators as being most important to the feeling of job satisfaction? 


In relation to the response categories employed in the study, 
12 job facet items were indicated to be "Very Important" to job 
satisfaction. The four job facets reported as most important to job 
satisfaction were: the relationship with members of the council, the 
freedom to seek out new ideas and introduce them to the council, the 
willingness of the council to accept coordinator-initiated innovations, 


and the sense of accomplishment. 


Problem 3: Overall Job Satisfaction and Coordinator Characteristics 
Sub-Problem 3.1. To what extent are differences in the level of 

overall job satisfaction between sub-groups of respondents associated 

with the personal-social characteristics: sex, age, other employment, 


population of community, location by region? 


There were no significant differences on overall job satisfaction 
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determined by the analysis of variance between groups categorized on 


the basis of the personal-social characteristics of the coordinators. 


Sub-Problem 3.2. To what extent are differences in the level 
of overall job satisfaction between sub-groups of respondents associated 
with the professional characteristics: coordinator experience, 
administrative experience, level of schooling, attendance at profess- 
ional development/continuing education activities, membership and 


participation in community organizations? 


No significant differences on overall job satisfaction were 
indicated between groups of respondents classified according to the 


professional characteristics. 


Sub-Problem 3.3. To what extent are differences in the level of 
overall job satisfaction between sub-groups of respondents associated 
with the organizational characteristics: primary area of involvement, 
hours per week employed as a coordinator, salary level, type of 


designated local hosting authority? 


One variable, type of designated local hosting authority, was 
found to have significant differences between groups on overall job 
satisfaction. It was revealed that respondents from councils with 
postsecondary institutions as designated local hosting authorities 
experienced significantly greater overall job satisfaction than respond- 
ents from councils with school authorities as designated local hosting 


authorities. 
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Problem 4: Satisfaction and Job Factors 
Sub-Problem 4.1. Which job factors contribute to coordinators' 


overall job satisfaction? 


The factor analysis procedure applied to the 32 job facet items 
resulted in a seven factor solution which accounted for 67.7 percent of 
the total variance in overall job satisfaction. The seven factors were 
identified as: Liaison with Council, Liaison with Further Education 
Services, Working Conditions, Recognition, Coordinator-Community Work 
Involvement, Work Demands, and Liaison with Designated Local Hosting 


Authority. 


Sub-Problem 4.2. Which job factors are the best predictors of 


overall job satisfaction? 


The stepwise multiple regression analysis revealed that the 
factor Coordinator-Community Work Involvement provided the best predic- 
tion of the criterion variable, overall job satisfaction. However, 
it was associated with only 3.11 percent of the variance in overall job 
satisfaction. The analysis further indicated that the seven predictor 
variables accounted for only 5.86 percent of the variance, and that 
none of the factors were significant predictor variables of overall job 


Satisfaction. 


Problem 5: Satisfaction Factors and Coordinator Characteristics 
Sub-Problem 5.1. To what extent are differences in the level of 


satisfaction felt by coordinators towards job factors associated with 
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the personal-social characteristics: sex, age, other employment, 


population of community, location by region? 


No significant differences on satisfaction with the job factors 
were indicated between groups of respondents categorized on the basis 


of the personal-social characteristics. 


Sub=Problem 5.2. To what extent are differences in the level 
of satisfaction felt by coordinators towards job factors associated with 
the professional characteristics: coordinator experience, administrative 
experience, level of schooling, attendance at professional development/ 
continuing education activities, membership and participation in 


community organizations? 


With respect to the professional characteristics, significant 
differences were indicated between groups on satisfaction with three 
job factors. Respondents with one year or less of administrative 
experience in educational settings were more satisfied with Working 
Conditions than were respondents with five to seven years of administra- 
tive experience. The group of respondents with membership and 
participation in four to six community organizations was found to be 
significantly more satisfied than their colleagues in one or both of the 
other groups on Work Demands and Liaison with Designated Local Hosting 
Authority. The group with membership in four to six organizations was 
more satisfied with Work Demands than the group with membership in 
seven or more organizations. With an associated probability of .02, it 


was revealed that the group with membership in four to six organizations 
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was significantly more satisfied with Liaison with Designated Local 
Hosting Authority than the other groups of respondents with membership 


in one to three and seven or more community organizations. 


Sub-Problem 5.3. To what extent are differences in the level of 
satisfaction felt by coordinators towards job factors associated with 
the organizational characteristics: primary area of involvement, hours 
per week employed as a coordinator, salary level, type of designated 


local hosting authority? 


There were no significant differences between groups classified 
according to the organizational characteristics on satisfaction with the 


job factors. 


CONCLUSIONS 


Relevance of the Study Findings to the Literature on Satisfaction 
A discussion of the study findings with reference to the 
literature on job satisfaction reviewed in Chapter II is provided in 


the following section. 


Overall Satisfaction 

The responses to the four items designed to measure the overall 
job satisfaction of the respondents generally indicated moderate 
satisfaction with the job in all its aspects. An examination of the 
mean scores associated with the items on the social relationships 


(lower order needs) and the use of abilities (higher order needs) 
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indicated that greater satisfaction and needs fulfillment were derived 
from the lower order needs. This supports Maslow's (1970) contentions 
with respect to the prepotency of the lower order needs in the needs 
hierarchy. However, this may also suggest that the job is less 
fulfilling in terms of the higher order needs. 

The study findings on the free-response answers, to a large 
extent, were consistent with the dual-factor theory of satisfaction 
developed by Hertzberg et al. (1959). The following are comments with 
respect to this relationship. 

(1) The responses regrouped as motivator variables generally 
contributed to overall job satisfaction and the responses regrouped as 
hygiene variables contributed to job dissatisfaction. 

(2) Most satisfaction was gained from the recognition and responsi- 
bility aspects of the job. At the same time, no responses could be 
placed with Hertzbergts advancement motivator variable. This may be 
due to the nature of the position and the assumption that advancement 
is not possible under any circumstances. Some discrepancy was noted 
with the variable on work itself which was, to a degree, indicated to be 
a source of dissatisfaction. 

(3) Overall dissatisfaction was most related to the policies and 
administrative practices, salary matters, and interpersonal relations. 
Responses could not be categorized under the status and job security 
variables, presumably due to the part-time nature of the position. 

(4) The content of the job was revealed as a major source of satis- 
faction and the context of the job as a source of dissatisfaction. 

The independence of the job characteristics in relation to job satis- 


faction and dissatisfaction was supported by Friedlander (1964). 
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Similarly, the study findings would appear to refute the conclusion 
brought forward by Ewen (1964) and Burke (1966) that the motivator/ 


hygiene dichotomy does not exist. 


Facet Satisfaction and Importance 


A wide variation in the satisfaction with the 32 job facet items 
was indicated, even though the respondents reported to be moderately 
satisfied with the job in all its aspects. Over 90 percent of the 
respondents indicated satisfaction on eight items but, at the same time, 
20 percent of the respondents reported dissatisfaction on 10 items. 

In relationship with the motivator/hygiene variables, of the 
eight items with which satisfaction was most associated two were judged 
hygiene variables. They were the relationship with members of the 
council and physical working conditions. With respect to the 10 items 
most associated with dissatisfaction, two items were considered as 
motivator variables. The recognition given the coordinator by other 
professions and the access to program facilities were viewed by the 
respondents as dissatisfiers. 

Of the 12 job facets the respondents indicated to be most 
important to job satisfaction, eight were identified as related to the 
content of the job. It is perhaps notable that the same three facet 
items which were associated with the most satisfaction were also rated 
as most important to job satisfaction. Though some may suggest that 
importance is implied in the rating of satisfaction, Lawler (1973:77) 
asserted that "a strong argument can be made for weighting the scores 


according to their importance". 
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Factor Satisfaction 

A factor analysis of the 32 job facet items resulted in a seven 
factor solution to the understanding of coordinator satisfaction. 
The factors identified the interaction of the coordinators with the 
community, the council, Further Education Services, and the designated 
local hosting authority. In addition, they addressed the working 
conditions, the recognition associated with the position, and the nature 
of the work that is performed. Of the seven factors, six were judged to 


be related to job content and one to the context of the job. 


Satisfaction and Coordinator Characteristics 

Sex. Male respondents reported slightly more overall job 
satisfaction than the females in this study, but the differences were 
not significant. Though the findings are supportive of Hulin and Smith's 
(1964) assertion that women experience less job satisfaction than men, 
the relatively small number of male respondents in this study must be 
taken into consideration. With regards to a statement made by Centers 
and Bugental (1966) that women expressed greater satisfaction than men 
on relationships with co-workers, the study findings revealed that 
female respondents were more satisfied with the relationships with 
members of the council than were the males, however the differences were 


not significant. 


Age. The study reported a nonlinear relationship between age 
and satisfaction. The oldest group was more satisfied than the middle- 
aged group but the youngest group was more satisfied than the middle- 


aged group. The differences, however, were not significant. 
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The study findings did not support the views of Porter and Steers (1973) 


who implied a positive relationship between age and satisfaction. 


Other employment. Respondents with other employment experienced 
more overall job satisfaction than respondents who did not, however the 


differences were not significant. 


Population of community. Respondents from larger communities 
(10,001 or greater) experienced greater overall job satisfaction than did 
respondents from smaller communities. This may be associated with the 
accessibility to cultural and recreational facilities. The related item 
loaded with the factor Work Demands, to which respondents from the 
larger communities expressed greater satisfaction. However, these 


differences were not significant. 


Location by region. This variable was not associated with any 
significant differences on the satisfaction of coordinators. There 
appeared to be little variation in levels of satisfaction with respect 


to location by region. 


Coordinator experience. There was no significant relationship 
drawn between satisfaction and the years of coordinator experience. 
The finding that coordinators with a year or less of experience were 
equally as satisfied as the other groups, did not support Solmon and 
Tierney's (1977) predictions that greater satisfaction would result 
from increasing years of service. It was also observed that well over 


a third of the respondents had been in the position for a year or less, 
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indicating a substantial turnover rate. 


Administrative experience. Respondents.with a year or less of 
administrative experience in educational settings were more satisfied 
with Working Conditions than were the other groups. This may be due to 
the less experienced having fewer expectations particularly with respect 
to salary matters and consequently experiencing greater satisfaction 
with this aspect of the job. However, there was a general trend for 


overall job satisfaction to increase with incremental increases in 


administrative experience, though these differences were not significant. 


Level of schooling. There were no significant differences 
between groups evident for any of the aspects of the job on this 
variable. Although the differences in levels of satisfaction were not 
significant, the group of respondents with some or complete high school 


experienced greater overall job satisfaction than did the other groups. 


Number of professional development/continuing education 


activities attended. No significant differences were indicated between 
groups of respondents on overall satisfaction or satisfaction with 
aspects of the job on this variable. However, overall satisfaction was 
noted to generally increase with the greater number of activities 


attended. 


Number of community organizations. Differences between groups 


on this variable were indicated for two aspects of the job. Respondents 


who were involved with seven or more community organizations were less 
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satisfied with Work Demands than the other groups of respondents with 
fewer commitments. The degree of involvement with community organi- 
zations at this level may be in conflict with the responsibilities 

and the variety of task expectations associated with the position, 
leading to reduced satisfaction to this aspect of the job. On those 
activities involving interaction with the designated local hosting 
authority, the same group of respondents committed to seven or more 
organizations was less satisfied than the other less involved groups. 
Given their assigned responsibilities, designated local hosting 
authorities ae significantly involved in the determination of the 
working conditions and of the access to clerical personnel to provide 
assistance. As such, they are viewed as greatly influencing the degree 
of involvement with and the number of memberships held in community 
organizations. At the other extreme, the group of respondents with 
membership and participation in a relatively small number of community 
organizations was less satisfied with the activities associated with 
the designated local hosting authority than was the group with a middle 
range of organizational commitments. Community participation is an 
essential element of the position and the degree to which it is attained, 
as seen by the designated local hosting authority, may be measured by 
the number of commitments to community organizations. Reduced satis- 
faction on those activities associated with the hosting authority may be 
attributable to the hosting authorities' assessment of the coordinators!’ 
relationship with the community through the commitments to community 


organizations. 


Primary area of involvement. There were no significant 
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differences indicated between orones of respondents on overall satis- 
faction or satisfaction with aspects of the job on the time devoted to 
the administrative and leadership task requirements. It was observed 
that less than 30 percent of the respondents worked 11 or more hours 
per week on administrative activities but that almost 60 percent of the 


respondents devoted 11 or more hours per week to the leadership tasks. 


Hours per week as coordinator. This variable was not associated 
with any significant differences between groups of respondents on 


overall satisfaction or satisfaction with aspects of the job. 


Annual salary. Significant differences between groups of 
respondents were not evident on overall satisfaction or satisfaction 
with the job factors with respect to annual salary. It was revealed, 
however, that the respondents reported salary matters as highly 
dissatisfying facets of the job. In this regard, the concerns of the 
respondents with respect to the range of pay and pay negotiations were 
supportive of the views of Opsahl and Dunnette (1974) who concluded 


that these matters contributed to negative job attitudes. 


Type of designated local hosting authority. The group of 


respondents associated with postsecondary institutions as hosting 
authorities experienced more overall job satisfaction than did the group 
with school authorities as hosting authorities. It should be taken into 
consideration, however, that the number of respondents connected with 
postsecondary institutions was relatively small. The significance may 


be associated with the postsecondary institutions' understood role and 
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mandate in regards to the provision of adult education, relative to the 
role of school authorities in primary and secondary education. Given 
these relationships, the postsecondary institution may be more supportive 


of the adult education endeavors of the coordinator. 


IMPLICATIONS 


Implications for Administration 

In view of the study findings, the following implications and 
recommendations are pertinent to administrators at local and provincial 
levels who liaise closely with the coordinators. It may be useful to 
reemphasize that the job satisfaction of the coordinators was most 
associated with the content of the job, and job dissatisfaction with 
the context of the job. The following statements are intended to address 
areas of reported dissatisfaction and the areas of the job where 
satisfaction may be enhanced. 

(1) Attempts should be made to reduce the dissatisfaction with salary 
matters. Though the salary received was revealed as a major area of 
concern, there was considerable dissatisfaction with the process of 
salary negotiations. Further Education Services ought to consider the 
initiation of formal mechanisms to maximize the input and participation 
of the coordinators in salary discussions. 

(2) Greater participation by the coordinators in the review of the 
administrative policies and procedures should be considered. The exam- 
ination should focus on the questions of budgetary flexibility and the 
administrative procedures required in the allocation of resources. 


The process may not facilitate change as much as foster better 
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understanding and commitment to the administrative requirements. 

(3) A clarification of the respective roles of the further education 
coordinator and further education council in the delivery of community 
programming should be undertaken. Concerns were expressed that member 
agencies of the council were not assuming their programming responsi- 
bilities and expected the coordinator to initiate programs on their 
behalf. Closer liaison and interaction with member agencies of the 
council should be considered with respect to this issue. 

(4) The role of the coordinator should be defined with more precision. 
The tasks, goals, and objectives should be clearly articulated particu- 
larly as they relate to the council, the designated local hosting 
authority, Further Education Services, and the community they serve. 

It is believed that the clarification of the coordinators! role would 

also serve to reduce reported dissatisfaction with: the impact of the 
job on the coordinators' personal and family life, the amount of time 

spent on operational activities as course registration, and community 

attitudes with respect to program implementation and policies. 

(5) The respective roles of the further education council and the 
designated local hosting authority should also be examined in their 
responsibilities for the provision and administration of adult education. 
The study findings revealed that council-related matters were most 
important to coordinator satisfaction, yet the open-response answers 
indicated that the lack of council support was an area of substantial 
dissatisfaction. 

(6) The provision for clerical assistance should be examined. 

This recommendation must be considered in its attempts to enhance the 


satisfaction of the coordinators through allowing them more time to do 
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what is most satisfying to them. Coordinators experience most job 
satisfaction with the recognition and the responsibilities associated 
with the provision of adult education services to the community. 

(7) Attempts should be made to increase budget allocations for the 
administrative and program grant support areas to more adequately serve 
community adult education needs. 

(8) Opportunities for professional development/inservice education/ 
orientation activities for coordinators should be expanded. Ongoing 
liaison with the coordinators in regards to the identification of needs 
for these activities should be established. 

(9) Given significant differences in satisfaction levels, there 
should be further examination of: 

(a) the reason that postsecondary institutions facilitated 
greater overall job satisfaction than did school authorities 
in their roles as designated local hosting authorities. 

(b) the reason that coordinators with high levels of involvement 
with community organizations (7 or more) were less satisfied 
with the nature of the work and interactions with designated 
local hosting authorities. A better understanding should 
also be sought in regards to the dissatisfaction experienced 
by coordinators who had low levels of organizational 


commitments with those activities associated with designated 


hosting authorities. 

(c) the reason that coordinators with greater administrative 
experience in educational settings were less satisfied with 
the working conditions. 


(10) The provision of additional responsibilities in the leadership 
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tasks associated with the job would enhance job satisfaction and fulfill 


the satisfaction of the higher order needs. 


Implications for Further Research 
(1) This study examined a very specific population of adult educators 
in the growing field of adult education. A similar study could be 
considered to examine the satisfaction of other groups in community/ 
adult education to facilitate comparison. 
(2) Further research initiatives might focus on: 
(a) the reasons for and the consequences of coordinator 
satisfaction and dissatisfaction. 
(b) the relationship of job attitudes to coordinator effect- 


iveness in the performance of the job. 
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13% 


QUESTIONNAIRE 


SOURCES OF JOB SATISFACTION 
FOR FURTHER EDUCATION COORDINATORS 
Please answer all questions by circling the number 


on the right of the most appropriate response or by 
providing a written answer where required. 


official 

Use Only 
SECTION Az: PERSONAL DATA 

o- = { 


1. Which of the following best describes the population of CC 
the community in which your council is located? 

5,000 or less @eeoaseeaveaene@eseeeeenoeeeeeeovneeneeoeeeseoee ese © © @ kh 

5,001 = 10,000 eevee eeeeeoeoeceeeeoeeonveee2oseoseeee2e ee @ @ 

10,004 = 15,000 @Cecoeoeeseseooeeveeeeeeeoeeeeoooeoee2920 0 

15,001 =- 20,000 e@eooereeereo ee eoeee see eeeee e770 008 S66 e @ 

20 ,OOTT OF GMOLO iy. £5 65s Gee ceo cece ctw eescesecesesece 


WE WwW nM = 


2. In which region of the province (as designated for Further 
Education Regional Meetings) is your council located? 


Northwe st @eeeeeooevcevneeoeeeeeeeeeeeeeseeeeseeoeoeeeeeoeeeeeee © 
Northe ast @eeeaeeoeeoeageonesneeeveeeeeeeeeeseeseesoe#eesoeeseeeeeeese 
Yellowhe ad eeoeeeeeoeeeeeeeeeoeeweeeeeenwesoeoeeeseoeseseeeeee @ 


Central eet®eeeceeeoeeeeeeeevoeeeceaeeeseeeeeseessoeeae eeeeeeeoeeeede @ 


We ww ty = 


South @eeeeaeteeesoe eee eeveeseseeeeeseeeeeemeceeseeeeeeeoeeoneeoew7eeeete es @ 


3. How many hours per week of your employment time as a 
coordinator are spent on administrative activities 
(fe. bookkeeping, processing of F.E.P.S. grant forms) and 
leadership activities (ie. planning, coordination, needs 
identification)? Please check one (WW) in each of the 2 
columns, 


Administration Leadership 


liege a Aatolehe 


5S. 16 to 20 


lh. Which of the following best describes the total number of 
hours per week that you are paid as a coordinator? 


5 or less @eeeeeeeeeoeeveeeeoeveeeoeeeeseeeseoee eee eeoceeeoeeeaneeeee 
to 10 eeeeeoeetea@cesevoe eee oeoeoeeeeseeeseeae eee eoeaeee eee eee e @ 
41 to 15 e@eeeaeaeoeeeeeeseeeeeeoeeeeeeoeeweeeeesee eee ee e886 © 


16 to 20 ee@eoeee#@2@eeeveeveeeeee ee eee eeeeeaeeeee eee eeeee ove 


WF wn = 


21 or more SPSOSSVAOSCCSE Oe SESH OSOSCEOFSOAOSCOECHEFSECCCCORAEASCO R04 0 © 
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10. 


ahs 


12. 


Which of the following best describes your present 
annual salary as a coordinator? 


$5,000 or less @ecaeeeoeveeeoeaoeeeeeseeeeeeeeeeeeeeoee ove @ 
$5,001 to $1 (@) 9 000 @eeeeeoecoeseeeoeeeoeeeseoeeeseoeeneoeovneseoeds eo & 
10,001 to $15,000 @eeeeoeeoeooaneoeaeoeeneoeeewoesesose 686 G6 6G © © 
1 5 ,001 to $20 9 000 @eeeeeeeoeeoocoeeeeoeoeaoeoeaeweeeaeeonegeeeoesd 
$20,001 or more @eeeeeaeeesocoeae eoeooeoeseeeeeoee Oeeeseeeeeoeeeeoe 


MEW N 


Do you have a paid job other than that of further 
education coordinator at the present time? 


Yes @eoeeooeveeeooeoeeeceaee eeeseeoeseeseoeeeeaee? ee Geeeevogegeeede © @ 41 


No ec@eoeeeeveaeeveeveeveeoeaeoeoeeseoeoevoeenaeeoe ee eoeneeseeoneceveseesde@ 2 


Which of the following best describes the designated 
local hosting authority of your council? 


A school authority @eeoeaeevoevcoeaeeeseeeeeeeonveonoe*7seseoneed eet O28 0 @ 
A postsecondary institution .ecccoscccccccccccvecece 
Other (specify) 


Wr — 


How many years of experience do you have as a coordinator? 


4 or less @eeeaoeoeeeovoeveeeeneeeeeeeseeeeesesoeaeeoeneoeeeoee eee @ 
2-3 ee@eeaoeeoeeoeseeeeeee* eee eeoeeeeeeee*eoeeeoeoeeoe ee G02 G6 8S @ 


- 5 @e@eeeeeoseseevn*#tseoe eee eeeeoeeeoetsvseoeeseeoceonaeseeeeoesdse © OG 


or 
Fun 


or more @eeoeeeeeveoeeaeceaeceeeoovooeoeeeeon ee ee eo eee see ee GG GG @ @ 


How many years of administrative experience do you have in 
an educational setting? 


4 or less @eeeeeceaeveaeeee*seveeeee*eeesteoaeeseseeeeseeeoeeeeeoeeeeese @ 4 
2- CCeoeececreere ec oeeeeoeeeeFeeeeeFoeeeECSee2eEeeTeHe OO 2 
5-7 eooceoeneeee eee se eeoereoeoveeceereoeeeesceeeeces ose eeeee 3 
B= 240 @eeeeeeeeseesepeeeeeceveeeeeeeeewee ee eee eaeeneeeeeeeecde@ h 
11 or more Ceoeoeecetreecee eFC SCHoFTeSeSCeeeeeeeoeEoLeoeoCe ee eLE S 


Which of the following best describes your highest level 
of schooling? 


Some high school eeeoeeeeveeeeaeeeeeeeeeeeeeeeeoeeeeeeee 
Higheschoolacompleted | sesiwohwe Waters cvevcregesioca-s 
Technical/vocational trainings <iccisiws see ciece cesses 
Some university or College ceccccccesccccscccccccccs 
University degree crcccccccccccccvccesvescccsccecce 
Graduate (Masters/Doctorate) degree .cscccccccccece 


OWE Wr 


Your sex is: 


Female @eeeeeeeeeveeese7eetvee eee eeeeeeeeeeepeeewoeeeoeeee ees G66 oo 4 


Male @eeoeeoeee@ev ee eeeeveeeaeeeeeoeeeoeeeeeeaeaeeeeeoeeeeevaeee eee ee 2 


Your age is: 


25 or less @eeeeeene*7e@oeve ee ee ee eeeoeeeonoe Ceeeoeeegeeeoees ees ee o 4 
2 - 3 @eeeeveeeae eo ov eeee eee eee ees eeeeecesee eee eve 82000 2 
36 - Ss COCO CC COSCO SESH SOS HESEHESOHEOSHEOH SEK H OH EHT OLE AEE LE 3 
h6 - 55 @ceeeeve rea cee eevee ee eeeeeeeeeeeeveeveeoeoeoeseeee ir 
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How many professional development/continuing education 
activities (ie. personal growth, career advancement, 
inservice) have you attended within the past year? 


0 eeeonoeo@oneaeteeesceeveeoeaoeoeoetveocoe oe eooeeeoeeesese ee eeoee ee oe 0 @ 
4 e@oseceescoeegpeeeeceoeseaeoevaeeeeoeseeooeeeseeesaeoeoeveeeoee 680260 6 
2 eco@eoeeaeeaoeoee esos eoeevoeeeeeeeoeoeseeeoevnoea eee een oe e@ ered © 
3 S€eeeeoeoonvoeeongoa2eeoeeee2e2e0G0 8202 eGeooseva ©HOSTHTHCHHOCHCOeSSCHCESCHEHHH Se 


h or more COCCO CHOC EC HE ASEH CE SEOCHOSHOOOCOOCHHOF ECL OCLC ELE CO LOEEO 


WME WN 


To how many organizations do you belong that require a few 


hours or more per month of your time? (ie. lodges, 
service clubs, labor unions, church or synagogue, 


community associations, professional associations, sports 
and athletic groups, political groups, social groups etc.) 


(@) @eeeeenoeaeecreeeeveeeoeoeeseoeoeveeoeescseteevoonoeve~eeesee Seeeee eo © 
4 — 3 @eeeeseeceeneeseeoeeoeeeeeeeeeesmeeeseeeonoeevtneseeeeoeeee oe GO 6 @ 
h =. 6 @eeeoecneceoeevoeeoeeoeoesoeoeoeeepeeoeeeoeeeeeeoeooeoeeeeoeeoeee 6 O06 € 
7 =. 9 es@eeeeaeeoeoeeweeeaeeoeeeoeeeeeogneeeoeoeeeesoweege sd O60 G 68 6 @ 


10 or more @eececo@eoeoenw cesses @eeeeenevneeneoeeoeoeseeeseeeoeeeeoeeesae 


SECTION B: OVERALL SATISFACTION | 


Rate your degree of satisfaction. 


CIRCLE the selected number, 


Moderately dissatisfied 
Highly dissatisfied 


Slightly dissatisfied 
No opinion 


Moderately satisfied 
Slightly satisfied 
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we 
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To what extent are you satisfied with 
the following? 


4. The effectiveness of your council 
in meeting the adult education 
needs in your community (compared 
with other councils known to you). 


2. Social relationships in your work. 


3. The chance to do something that 
makes use of your abilities. 


lh. Your overall satisfaction with your 
job. 


Do you have any comments on the above matters? 
If so, please write them here. 
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SECTION C: ; 
WORKING CONDITIONS Satisfaction Importance 


so] 
o|n 
Rate your degree of satis- . ld ae re) 
faction with each of the alsialeals = Fille 
items on the first scale and |u/%/3/2 2a Re 2! & 
rate the importance of each | Si3/% Eee fs oO} 
{tem to your job on the ei] Git] alei| a See Sis 
second scale. Shove ses El s|4/ ag official 
oi) PPS mlalys Slmiatole Use Only 
Sie rj} o mlola £10 
O| Pl mloldia a} a] ol] ml ol~a 
Sear C/E; Sidi als 
CIRCLE th ale alelelels Simhat s a 
e selected numbers. (2! o/ wll ola| & O11 81 Sia] & Cc CG 
oO | 
siolalatalai se wiobolatalea 
aSzaiAInISliri—|x Als iS|(nicl=s 
4. The salary you receive. 23,0en 
2. The way in which your 
salary is determined. 25, 26 
3. The number of hours you 
are expected to work. 215.20 
h. Your feeling of job 
security. 29, 30 
S. The portion of your time 
devoted to operational 
duties. (ie. clerical, 
bookkeeping) Bintyy Bye 
6. Your physical working 
conditions. 335 34 
7. The way in which consul- 
tation between the 
designated hosting 
authority and yourself 
concerning working 
conditions is conducted. 35, 36 
SECTION Ds 
COUNCIL#RELATED MATTERS 
8. Your freedom to seek out 
new ideas and introduce 
them to your council. 315230 
9. Willingness of the 
council to accept 
coordinator-initiated 
innovations. 39, LO 


Do you have any comments on the above matters? 
If so, please write them here. 
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CIRCLE the selected numbers. 


10. 


2 ie 


2s 


135 


ik. 


15. 


Neye 


17. 


Rese 


Do 
If 


uo) 
© 
Se 
C) 
a 
2 
@ 
t) 
> 
ra 
0 
«4 
= 


Responsibility asso- 
ciated with the coordin- 
ator's position. 


Your involvement in 
decision-making in your 
council. 


Your relationship with 
the members of your 
ecounca)'. 


Your access to program 
facilities and equip- 
ment. 


Your authority over 
budget preparation. 


Your accountability for 
success of further 
education programs. 


Your access to clerical 
personnel to assist you. 


Council expectations of 
you as a coordinator. 


Your evaluation by the 
designated local hosting 
authority. 


you have any comments on the 
so, please write them here. 


Satisfaction 


Moderately dissatisfied 
Highly dissatisfied 


Slightly dissatisfied 
No opinion 


Moderately satisfied 
Slightly satisfied 


above matters? 


Extremely important 


Very important 


Moderately important 
Slightly important 


Not important 


Importance 


No opinion 
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49, 50 


Slyaoe 
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55, 56 


57, 58 
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Satisfaction Importance 


SECTION Es: 
FURTHER EDUCATION SERVICES 


RELATED MATTERS 


Official 
Use Only 


CIRCLE the selected numbers. CC 


Moderately dissatisfied 
Highly dissatisfied 


Slightly dissatisfied 
No opinion 


Moderately important 
Slightly important 


Moderately satisfied 
Not important 


Slightly satisfied 
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Very important 
No opinion 


19. Your relationships with 
Further Education 
Services. 59, 60 

20. Your opportunities for 
professional develop- 
ment and inservice 
education. 61, 62 

21. The level of resource 
allocations. (ie. 
program and administra- 
tive grant support) 63, 64 

22. The availability of 
useful advice to assist 
you with problems you 
encounter. 65, 66 

23. The wav policies of 
Further Education 
Services are put into 
practice. 


SECTION Fs 
OCCUPATION-RELATED MATTERS 


2h. Your experience with 
the attitudes of the 
people in your 
community towards adult 
education. 


25. Your sense of accom- 
plishment as an 
administrator. 


Do you have any comments on the above matters? 
If so, please write them here. 
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CIRCLE the selected numbers. 


26. 


27. 


28. 


29. 


30. 


314 


32. 


Recognition by others of 
your work, 


Your social position in 
the community. 


The amount of recognition 
given the coordinator by 
members of other 
professions. 


The variety of tasks you 
work on as part of your 
regular duties. 


The authority associated 
with the coordinator's 
position. 


The effect of the job on 
your personal or family 
life. 


The availability of 
facilities in your 
community for recreation, 
fine arts, etc. 

(for yourself, not for 
programming) 
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Do you have any comments on the 


If so, please write them here. 


Satisfaction 


Moderately dissatisfied 
Highly dissatisfied 


Slightly dissatisfied 
No opinion 


Moderately satisfied 
Slightly satisfied 


above matters? 


Extremely important 


Importance 


Very important 


Moderately important 


Slightly important 


Not important 
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SECTION G: SOURCES OF JOB ATTITUDES 


Official 
Use Only 
Which two factors contribute most to your overall 
CC 
satisfaction with your position as coordinator? 
1. 
22,023 
26 
lo Pict eee ry 2 neS 
Which two factors contribute most to your overall 
dissatisfaction with your position as coordinator? 
he ees Oa ee Ree eee ter ee ee 
26, 27 
2e 
28, 29 


THANK YOU FOR YOUR COOPERATION 


Kindly return immediately after completion. 
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LETTERS OF TRANSMITTAL 
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SZ 
inna THE UNIVERSITY OF ALBERTA 
EDMONTON, CANADA 


T6G 2G5 


FACULTY OF EDUCATION 
DEPARTMENT OF EDUCATIONAL 
ADMINISTRATION 


November 8, 1982 


Please find enclosed a questionnaire designed to determine 
possible sources of job satisfaction and/or dissatisfaction for 
Further Education Coordinators. It is hoped that the findings of this 
study will enhance the awareness and understanding of those factors 
which may influence the job satisfaction of coordinators. 


This study, with the approval of Further Education Services, 
Department of Advanced Education and Manpower, is being conducted as 
partial requirement for my Masters of Education in Educational 
Administration. Although there are many demands of your time, I am 
asking that you spend about 30 minutes to complete the enclosed 
questionnaire. 


The data will be grouped to ensure anonymity and confidentiality. 
The numbering code is being used solely for the purpose of recording 
questionnaire returns thereby reducing the prohibitive costs of 
sending follow-up letters to all coordinators. I can assure you that 
the list will be destroyed when the questionnaires are returned in 
order to protect the anonymity of individual respondents. 


I would appreciate receiving your completed questionnaire in the 
enclosed addressed and postage paid envelope by Nov. 29, 1982. 


Thank you for your assistance and cooperation. 


Yours sincerely, 


F.I. Sonoda 

Department of Educational 
Administration 
University of Alberta 
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THE UNIVERSITY OF ALBERTA 
EDMONTON, CANADA 
T6G 2G5 


FACULTY OF EDUCATION 
DEPARTMENT OF EDUCATIONAL 
ADMINISTRATION 


November 29, 1982 


Several weeks ago a questionnaire, Sources of Job Satisfaction 
for Further Education Coordinators, was mailed to you. While I am 
pleased with the initial response, it is important to the study 
that as many coordinators as possible complete and return the 
questionnaire. It would be greatly appreciated if you could arrange 
about 30 minutes of your busy schedule to complete the questionnaire. 
For your convenience, I have enclosed another questionnaire with a 
stamped, self-addressed envelope. 


The numbering code is used solely for the purpose of recording 
questionnaire returns. All data will be grouped and will be treated 
anonymously. 


Please complete and return the questionnaire by December 14, 
£982. 


If you have already completed and returned the questionnaire, 
please accept my thanks for your cooperation and assistance. 


Yours sincerely, 


Be t.. sonoda 

Department of Educational 
Administration 
University of Alberta 


eeef .S edmevoll 


: mi tay i y 

moitosieits2 dol to asonso2 rievntiesp 5 ogs stone La 
os I skicW .woy ct belher asw -rrotentibae) aoktac 

votre ort or: ins tranqmi ak ek ti ,seaoteet Lsttinb or 

edt mutet brs ¢ toLgnon oldiazoy Bs Pirin estoy 

sans irs, biuce toy tk bed siosuygs vitesse od bilww JI os 

otismoltezsup edt stsigns of siuberioe yeud Woy io esti 

5 Mtiw extenrottesup verttons besolons svat T ss a 
sqofevnis heesesht ths 


a. ort: 
gribsocet tc sscq wa ecit wot ylelos Beev ef ebas g 
betsent ed (iLiw hrs bequersg-ed Dine treb LIA Loiranter & 


7 > 
warp 
wales 


Uf vedimeosd yd sutennottesup ai rmucten bas oteigman 9 


4 Ae 


~eiconobreaup erft becructey. bas bevelgmo ybseris ovat a3 
eotatatzes bat noktereqass suey 2Ot mined? be 


Vietecaie amor 


pboae2 * T « q 
[anottsoubd to .tasaxedet 
noitsrrs.tacombA 


sired IA to yibewvind 


7 
le ae i — 
: yw Y or 


University of Alberta Library 


AICI 


0 1620 0403 3179 


ib 
Mi 


